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ABSTRACT
Phenomenological Study on the Impact of Servant Leadership for Establishing a Culture
of High Performance as Perceived by Middle School Principals
by Alison Wills
Purpose: The purpose of this phenomenological study was to explore and describe
middle school principals' perceived impact of servant leadership constructs developed by
Patterson (2003) for establishing a culture of high performance.
Methodology: This phenomenological qualitative study described the lived experiences
of middle school principals' use of Patterson's (2003) seven servant leadership constructs
for establishing a culture of high performance in Orange County, California. The
researcher was part of a thematic team of eight peer researchers and two faculty advisors.
Data collection included virtual, face-to-face, semi-structured interviews using a protocol
developed by the thematic team. Observations and artifacts for triangulation were
utilized, and data was coded for emergent themes.
Findings: The data revealed 20 themes and 186 references across the seven servant
leadership constructs of agapao love, humility, altruism, vision, trust, empowerment, and
service. Thirteen key findings and seven major findings were discovered.
Conclusions: Five conclusions were drawn from the data and findings that described the
perceived impact of the seven servant leadership constructs for establishing a culture of
high performance for middle school principals. Middle school principals who establish a
culture of high performance must (a) connect all seven of the constructs of servant
leadership; (b) make stakeholder engagement a central focus; (c) know that relationships
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are key; (d) decision making must be purpose-driven; and (e) communication must be
delivered clearly and consistently.
Recommendations: Further research is needed on servant leadership and the associated
constructs. Replications of this study should focus on the demographics of principals,
including specific genders and broader geographic locations. A mixed-methods study
should add a quantitative tool to draw further insight into the servant leadership
constructs for establishing a culture of high performance. Also, a correlational study
could elucidate the causal-comparative relationship between principals and their
subordinates. To conclude, a meta-analysis research study should be considered, using
data from all eight thematic team members' studies to deepen the understanding of
servant leadership across all fields of K-12 education.
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PREFACE
Following discussions and considerations regarding the opportunity to study
Patterson’s (2003) servant leadership constructs, two faculty researchers and eight
doctoral students discovered a common interest in exploring the ways K-12 leaders
perceive the impact these seven constructs (agapao love, humility, altruism, vision, trust,
empowerment, and service) have for establishing a culture of high performance. This
resulted in a thematic study conducted by a research team of eight doctoral students.
The eight peer researchers and two faculty advisors ultimately chose a
phenomenological design that would be most appropriate for this study of the servant
leadership constructs and their perceived impact on middle school principals and how
they establish a culture of high performance within their school sites. This structure was
resolved to be generally suitable as the non-experimental, descriptive approach to best
accumulate the lived encounters of the leaders. Each researcher interviewed eight K-12
leaders to describe how they perceived the impact of these seven constructs of servant
leadership by Patterson (2003) established a culture of high performance at their
organizations. To ensure thematic consistency, the team co-created the purpose
statement, research questions, definitions, interview questions, and study procedures. It
was agreed upon by the team that for increased validity, data collection would involve
method triangulation using interviews, observations, and artifacts.
Throughout the study, the term peer researchers is used to refer to the other
researchers who conducted this thematic study. These were: Freddie Chavarria, Title I
Middle School Principals; Lillian French, Latina Superintendents of Title I School
Districts; Angela Lawyer, High School Principals; Darrick Rice, High School Principals;
xv

Antonio Sandifer, Principals of Native American Schools; Robin Stout, Public School
District Superintendents; Rebecca Toto, Human Resource Administrators of K-12 School
Districts; and Alison Wills, Middle School Principals in Orange County, California
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CHAPTER I: INTRODUCTION
The greatest leader is not necessarily the one who does the greatest things. He is the one
that gets people to do the greatest things.
--- President Ronald Regan, 1989
How does servant leadership affect a culture of high performance? This question
leads to the study of how principal leadership practices can positively influence student
performance. The identifying characteristics of a servant leader are a desire to serve and
make a conscious choice to aspire to lead (Greenleaf, 1970). Specifically, servant leaders
value power not for themselves, but for the potential to benefit their followers,
organizations, and communities (Ebener & O’Connell, 2010).
Leadership implies interaction among people and the influence individuals have
on others (Akindele & Afolabi, 2013). Additionally, leadership is an interaction between
people with the central goal to be as effective as possible (Yukl, 2002). In understanding
the word leadership, it is imperative to distinguish between “leader” as a given title
generally associated with position and “leader” as a defining term that stresses one’s
character and approach to leadership. A company CEO or president is a positional
leader. Leadership in this study is an action-based approach to leading versus a position
or a trait. It is concerned with who you are and how you conduct yourself as a leader.
In that servant leadership focuses on the growth of followers, its correlation to a culture
of high performance, student achievement, and academics are pertinent. As schools and
educational institutions start to focus more on servant leading as the basis of leadership
style, the advancement of developing all students while providing support to teachers and
parents is an ideal fit for educational leaders (Spears, 2004). Research
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shows that servant leaders not only enhance academic environments, they also contribute
to student performance (Greenleaf, 2007). According to Hays (2008), “applying the
principles, values, and practices of servant leadership to teaching can make a profound
difference on the impact of learning and in the learning experience of both students and
teachers” (p. 113). To improve levels of performance, we must enrich teaching methods
that concentrate on effective leadership (Routman, 2012).
Servant leadership is more than a leadership style (Laub, 1999). Servant leaders
have a distinct way of viewing life while serving others. They choose not to dominate
but to allow and assist their followers in reaching their fullest potential (Laub, 1999).
With a focus on servant leadership in academic settings, improved student outcomes can
be realized.
Background
A historical inductive analysis of western civilization found that the origins of
leadership were evident as far back as 2500 years, beginning in ancient Rome and Greece
(Valeri, 2007). Indications of this are in the Bible (Mark 10: “He who would be great
among you must be the servant of all”), and the works of Aristotle, Plato, and many other
eminent philosophers throughout the centuries (Valeri, 2007). During the 1920s through
the 1940s, educational journals began to examine the subject of leadership as an
academic study. Ralph Stogdill’s (1948) leadership studies began to focus on leadership
behavior and trait theory (Valeri, 2007). By the 1990s, leadership had become a holistic
framework, with scholars developing revolutionary new concepts and approaches to the
thoughts and ideas surrounding leadership theories (Rost & Amarant, 2007).
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Leadership Foundations
Leadership foundations have continually evolved over the years, depending on the
context, the decade, and even the situation. The structure of these theories began with a
focus on the organization, as the head of leadership, and have shifted toward the
behavioral theories of leadership, focusing on the actions of the leader within an
organization. More recently, leadership concepts focus on the values and morals of an
organization’s leader. The following sections cover the review of ethical leadership,
transformational leadership, and servant leadership.
Ethical Leadership
Brown, Trevino, and Harrison (2005) have characterized ethical leadership as “the
demonstration of normatively appropriate conduct through personal actions and
interpersonal relationships, and the promotion of such conduct to followers through twoway communication, reinforcement, and decision-making” (p. 120). Ethical leadership is
an ideology that emphasizes appropriate behavior in organizations and highlights the
importance of connecting employees through building trust and being honorable and
moral in one’s behavior (Brown et al., 2005). Ethical leaders focus on making fair
decisions and keeping the best interest of their employees in mind.
Transformational Leadership
Transformational leadership is portrayed by an extensive exhibit of characteristics
and properties, epitomized by four variables: individual consideration, idealized
influence, inspirational motivation, and intellectual stimulation (Marzano, Waters, &
McNulty, 2005). These four I’s of transformational leadership address stakeholders’
needs to advance performance, inclusion, empowerment, and quality of character. The
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transformational leader draws upon these four variables to persuade their followers to
achieve higher levels of efficiency, and not necessarily for their benefit, but rather for the
positive results desired by the organization.
Servant Leadership
The term “servant leader” was first coined by Robert Greenleaf in 1969 (Valeri,
2007). Greenleaf credited his development of this concept to three factors that included
“the influence of E.B. White, based on his idea of “see things whole;” the writings of
Herman Hesse, notably, Journey to the East (1956); and his relationship with his father
and the example given of his father’s life” (Valeri, 2007 p. 7). Greenleaf astutely made a
connection between early theories on leadership and his focus on servant leadership. By
combining the two seemingly contradictory terms of “servant” and “leadership,”
Greenleaf intended to give people a moment to reflect while challenging existing beliefs
about the relationship between followers and their leaders (Valeri, 2007).
Theoretical Framework
Both transformational leadership and servant leadership emphasize the
importance of appreciating and valuing people, listening, mentoring or teaching, and
empowering followers (Table 1). While transformational leaders and servant leaders
both show concern for their followers, the overriding focus of the servant leader is upon
service to their followers (Patterson, 2003). The transformational leader has a greater
concern for getting followers to engage in and support organizational objectives (Yukl,
2002). The extent to which the leader can shift the primary focus of his or her leadership
from the organization to the follower is the distinguishing factor in determining whether
the leader may be a transformational or servant leader (Stone, Russell & Patterson, 2004).
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Table 1
Comparison of Attributes
Transformational Leadership Attributes
Idealized (charismatic) influence
Vision
Trust
Respect
Risk-sharing
Integrity
Modeling

Servant Leadership Attributes
Influence
Vision
Trust
Credibility
Delegation
Honesty and integrity
Modeling and visibility
Service

Inspirational motivation
Commitment to goals
Communication
Enthusiasm

Stewardship
Communication

Intellectual stimulation
Rationality
Problem-solving

Persuasion
Pioneering
Appreciation of others
Encouragement
Teaching
Listening
Empowerment

Individualized consideration
Personal attention
Mentoring
Listening
Empowerment
Note: Functional attributes in italic print – accompanying attributes in regular print
Based on Greenleaf’s servant leadership theory, Kathleen Patterson (2003)
developed an approach that created the basis for more specific research. Patterson sought
to explain the characteristics particular to this style of leadership and concluded that
servant leadership is a “virtuous theory” in that the role of an individual’s character is
emphasized (Patterson, 2003). Virtue theory originated from the Greek civilization and
believed to be perhaps the oldest principle in Western philosophy (Arjoon, 2005). A
review of the teachings of noted scholar and philosopher Aristotle in 350 B.C.E. reveals
that moral character repeatedly surfaces as fundamental to ethical thinking. This student
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of Plato set forth the foundation of his view on ethics by actually observing how people
behave and the resultant influence on others.
Patterson’s Seven Servant Leadership Characteristics
Servant leadership embodies seven theoretical elements that work in succession
(Patterson, 2003). These elements are agapao love, humility, altruism, vision, trust,
empowerment, and service.
Agapao love. Agapao love means having a sincere relationship within a code of
good conduct, which translates to “embracing the judgment and the deliberate assent of
the will as a matter of principle, duty, and propriety” (Winston, 2002, p. 5). A leader
who exhibits agapao love concentrates primary attention on the employee, followed by
the employee’s ability, and finally, on the ways this interaction contributes to the larger
interest of the organization (Winston, 2004). Servant leaders display agapao love in a
variety of ways (Patterson, 2003). They are authentic and genuine, without falsehood,
show thankfulness, recognize achievements, listen attentively, and are communicative,
sympathetic, and empathetic (Patterson, 2003). The resounding theme here is to love
unselfishly and extend oneself to others in a manner that would enhance behavior and
performance.
Humility. According to Sandage and Wiens (2001), humility is the power to
keep a reality check on one’s achievements. Humility does not imply having a low
opinion of oneself but rather to embrace a self-awareness wherein one is no better or
worse than others. For this reason, servant leaders can maintain a healthy self-image,
free of arrogance, while remaining confident (Sandage & Wiens, 2001). To project
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humility, one must be willing to evaluate the input of others, put personal ego aside, and
recognize when to allow followers to take the lead.
Altruism. Kaplan (2000) states that “altruism is helping others selflessly, which
involves personal sacrifice with no personal gain.” (p. 502). An altruistic approach of
servant leaders is to pursue “radical equality” when interacting with all people (Kaplan,
2000). This is not to assume that all people share the same views or that they are capable
of similar performance, but this leader extends to all the opportunity to be seen and
heard.
Vision. Good leadership requires vision. Servant leaders look toward the future,
listen and understand followers, and offer guidance toward the future (Buchen, 1998).
Vision provides leaders with knowledge concerning future needs that will ultimately lead
to empowerment. While there are many ways to project future needs, activities, and
desired progress, the inclusion of followers in the assessment process will enrich the
individuals involved, and the broader organization.
Trust. Servant leaders demonstrate how to inspire and encourage through
trust. According to Story (2002), trust is a crucial attribute of a servant leader. Respect
for others is the basis for trust, according to Fairholm (1997) and without trust,
dissonance, and conflict exist. When trust is lacking in an organization, individual pride
in personal acts will likely suffer and diminish motivation to succeed. Trust is a
necessary bond that inspires people to reach for personal and organizational excellence.
Empowerment. Greenleaf is known as the “father of the empowerment
movement” because empowerment is a necessary element of servant leadership (Buchen
1998; Russell & Stone 2002). Servant leaders give license to followers to recognize the

7

opportunities to pursue goals and then guide them toward realizing those goals.
Empowering others is to relinquish control and allow followers to take the lead.
Empowerment gives followers some of their most significant learning
opportunities. Servant leaders do not abandon their responsibility by extending power to
others; instead, they assume the critical role of guiding their learners.
Service. Greenleaf (2007) suggests that for “leaders to be of service to others,
they must have a sense of responsibility” (p. 41). Service is a way of providing that
requires generosity as well as the offering of time, attention, concern, and empathy.
Melrose (1998) stated that “when this type of example is set, service creates service,
ultimately saturating the corporate culture” (p.125). The age-old Golden Rule - to treat
others as you choose to be treated - is implied in service. The ultimate benefit is when
this concept permeates the entire organization, and servant leadership characteristics
incite the same in return.
The Role of the Principal
The tone of the principal sets a school’s success. A principal’s creation of an
atmosphere and climate is essential to having a successful staff and culture of high
performance (Choiniere, 2019). Principals take on significant responsibilities in the
school environment as they build trust, establish transparency, and authentically
collaborate with campus and district stakeholders. The principal directly affects the
degree of accomplishment achieved by students within the organization (Terziu, Hasani,
& Osmani, 2016). To realize this, principals must exhibit the capacity to communicate
efficiently. Principals who center their tenure around effective instruction and academic
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performance, which are two of the most crucial roles of an instructional leader, are often
the most successful (Blasé & Blasé, 1999).
Culture of High Performance
A principal’s foundation of incorporating a culture of high performance on
campus depends on the development and correspondence of measurable, attainable, and
reasonable goals (Hallinger, 2005). Teaching methods must be enriched to improve
performance levels with a concentration placed on effective leadership (Routman,
2012). The specific circumstances and culture of a school must also be taken into
consideration when establishing a culture of high performance (Brown, 2016).
Middle School Principal Leadership and Culture of High Performance
The interaction of the principal and leadership in school settings are key
components in guiding students toward academic success (Drobot & Rosu, 2012). In
their analysis of 27 studies, Robinson, Lloyd, and Rowe (2008) identified a clear and
favorable relationship between student outcomes and principal leadership
characteristics. These findings are compelling because comparative educational ratings
within the United States have dropped significantly behind other world
countries. Fortunately, there is a connection between the school environment, student
success, and principal leadership that could positively influence a reversal in the noted
decline (Robinson et al., 2008). For a country that prides itself on elevating its reputation
and accomplishments in all areas, it is patently unacceptable to fall behind in the pursuit
of academic excellence and developing the minds of young people.
Middle school principals must engage and support staff and key stakeholders
through thoughtful leadership abilities. Middle school principals are called on to lead,
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create, and encourage a school that allows students, teachers, staff, and the school
community to find the best formula to support student growth and learning (Mizell,
2002).
Statement of the Research Problem
During no other time in history has there been a greater need for moral leadership
within the educational system. Young people will continue to be influenced by the
examples set by others and today have greater access to uncensored multiple media
messages. The challenge to educators is to remain alert to the potential for evoking
positive and lasting values. To create a healthy learning environment, students need to
develop the virtues of responsibility and respect for others, which work alongside a
growing desire to see children possess a moral compass and the good habits basic to
sound character (Ryan & Bohlin, 1999). The expectations placed on school leaders,
primarily school principals, have gone much further than resolving issues that range from
funding to student economic inequalities (Garcia & Weiss, 2017). Now is the time for
principals to address the challenges of school improvement and school reform, the need
to explore servant leadership, and recognize the influence that servant leadership has on
establishing a culture of high performance.
Accountability within our educational systems is based on standards and tangible
outcomes for K-12 schools to prove academic performance. The success and failure of
schools are mostly determined by how they are led, and the need for ethical leadership
can make a positive impact on academic success (Mulford, 2003). Principals who
recognize that student performance, as well as student failure, is connected to how a
school is led are at the top of their game. Understanding what compels certain school
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leaders to be the change agent in establishing their school culture as one of high
performance is vital to providing an understanding and blueprint for other school leaders,
thus ensuring a climate for academic success (Spicer, 2016).
Considerable research exists on both leadership and educational leadership with
further investigations regarding best practices for school administrators (Kouzes &
Posner, 2002; Marzano et al., 2005; Northouse, 2009) and more purposely, middle school
principals (Brown et al., 2005; Whitaker, 2003). Researchers have determined a few set
standards used by highly effective leaders such as the focus on rigor and learning, high
expectations of teachers, and the foundation of strong collaboration groups maintained by
the site principal (Whitaker, 2003). Although servant leadership is a relatively new
leadership style in the education domain, there is a profound association of principals
who exemplify servant leadership characteristics and help achieve high yielding results
via developing strong, confident, and effective skills by communicating the values of the
school, as well as embracing all students, teachers, and community stakeholders (De
Waal & Sivro, 2012; Glaser, 2014).
However, limited research connects the impact of servant leadership constructs of
middle school principals and the effect those constructs play on a culture of high
performance. An effective school principal does not just hope to satisfy the requirements
to improve student success but to inspire students, staff, and community stakeholders as a
collective whole to boost new levels of positive morale (Bracy, 2010; Tschannen-Moran
& Gareis, 2015). In addition, principals look to motivate others and lead staff members
through a transformation to boost their performance to another level and enhance student
success (Tschannen-Moran & Gareis, 2015; Whitaker, 2003). As educational leaders
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seek to connect all stakeholders in setting up a culture of high performance, this study on
middle school principals’ perceived impact that Patterson’s (2003) servant leadership
constructs have toward helping produce a culture of high performance will be critical to
others in the field and add to the overall literature on servant leadership.
Purpose Statement
The purpose of this phenomenological study was to explore and describe middle
school principals’ perceived impact of servant leadership constructs developed by
Patterson (2003) for establishing a culture of high performance.
Central Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs for
establishing a culture of high performance as perceived by middle school principals?
Sub Questions
1. What is the impact of the agapao leadership constructs for establishing a culture
of high performance?
2. What is the impact of the humility leadership constructs for establishing a culture
of high performance?
3. What is the impact of the altruism leadership constructs for establishing a culture
of high performance?
4. What is the impact of the vision leadership constructs for establishing a culture of
high performance?
5. What is the impact of the trust leadership constructs for establishing a culture of
high performance?
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6. What is the impact of the empowerment leadership constructs for establishing a
culture of high performance?
7. What is the impact of the service leadership constructs for establishing a culture
of high performance?
Significance of the Problem
School leaders who can cultivate positive school culture through significant
connections with students, staff, and community stakeholders, generate a feeling of
connectedness and sense of belonging within a more prominent school community (Bryk
& Schneider, 2003). To have thriving schools, effective leaders must guide the path in
building positive school culture. The requirements of school principals are numerous and
incorporate wide-ranging responsibilities.
Principals have the benefit of forming the state of the school's environment and
objectivity by managing educators into designing a high-quality learning experience for
all students (The Wallace Foundation, 2013). Excellent principals, in this manner, are
essential to the adequacy of a school's success in guiding students. Middle schools, in
particular, have an overwhelming undertaking to meet the formative needs of students by
concentrating on children’s cognitive development and factoring in the culture of the
school and its community (Jackson & Andrews, 2000). To guarantee a culture of high
performance for all, middle school principals must concentrate their endeavors on the
development of ethical and caring citizens in a supportive, healthy, and safe school
environment (Jackson & Andrews, 2000).
The significance of this study will be to research the servant leadership constructs
set forth by Kathleen Patterson (2003) and the perceived impact they have on middle
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school principals’ leadership concerning how they establish a culture of high
performance. This study will contribute to filling the gap in the literature as further
research in servant leadership constructs for middle school principals will be examined to
include the efficiency of the constructs of servant leadership and its effectiveness on
principals as instructional leaders in high-performance school cultures.
Marzano et al. (2005) offered an additional point of view, noting principals made
a “profound difference in the performance of students through strong and thoughtful
leadership” (p. 123). The study will also add to the literature which analyzes the
perceptions of middle school principals toward servant leadership and the impact a
principal has in establishing a culture of high performance. Further, the impact of
principals using servant leadership constructs will result in students’ ability to move
toward a culture of high performance.
Additionally, middle school districts will obtain valuable up-to-date insight and
information regarding the use of these servant leadership constructs and the connection
they have on a culture of high performance. The research will also provide school
districts with information for effectively preparing middle school principals with the
servant leadership constructs that help guide them toward a culture of high performance
among their students. Likewise, school district leaders will gain current information on
the perceptions of middle school principals toward servant leadership and its
effectiveness on a culture of high performance. Research links the positive initiative
practices of middle school principals with servant leadership, as principals persist in
confronting challenges as they work with teachers, students, and parents to make
transformative changes at their school sites (Anfara et al., 2006; Balfanz et al., 2007;
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Clark & Clark, 2004; Gale & Bishop, 2014; Mundell, 2010). This study may also
provide guidance for improving a culture of high performance by focusing on the
influence the seven servant leadership constructs have on middle school principals.
Definitions of Terms
It is essential to define the terms used in this study to avoid misunderstanding or
ambiguity as to the author’s intended population and overall objective. While terms
associated with the focus of this study may vary regionally, it is necessary to provide
clarification through operational definitions to facilitate the applicability of the study
results to other educators (Creswell, 2008; McMillan & Schumacher, 2010).
Theoretical Definitions
This section offers operational definitions of key terms to distinguish the
individuals, environment, and leadership principles pertinent to this study. As defined,
these terms are specific to how they are used in the study (Roberts, 2010).
Agapao love. Agapao love is to do the right thing for the right reasons. Agapao
love leaders care more for their followers than the interest of the organization resulting in
greater understanding, gratitude, kindness, forgiveness, and compassion (Gunn, 2002;
Patterson, 2003).
Altruism. Altruism is demonstrating unselfish concern for the welfare of
another, even with a risk or sacrifice against one’s self-interest. It involves deriving
personal pleasure from helping and seeking what’s best for others, often with an attitude
of humility, modesty, and selflessness (DeYoung, 2000; Kaplan, 2000; Monroe, 1994;
Patterson, 2003)
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Empowerment. Empowerment is entrusting power to others. Virtually giving
away power to followers and allowing them to know and feel significant and important in
their role and contribution. It requires effective listening, valuing love and equity, and an
emphasis on teamwork. Empowerment encourages risk-taking and self-accountability to
accomplish tasks and work toward goals (Blanchard, 2000; Melrose, 1998; Patterson,
2003; Russell & Stone, 2002).
Humility. Humility is the importance of being humble and having modesty, not
being mistaken for meekness or the absence of strength. It is a virtue characterized by
one’s own talents and abilities and an outward rejection of self-interest while placing true
value on the recognition and success of others (Kim, Atkinson, & Yang, 1999).
Service. Service is the moral equivalent of giving of oneself to serve others. It
implies that leaders are focused on placing interest on others rather than on one’s own
interest. It can be demonstrated through the gift of time, energy, compassion, care, or
belongings. Service places others first (Patterson, 2003; Russell & Stone, 2002).
Trust. Trust is the level of confidence that one individual has in another’s
competence and his or her willingness to act in a fair, ethical, and predictable
manner. Trust is essential to organizational culture; integrity and care for others are
valued by the leader and followers (Joseph & Winston, 2005; Patterson, 2003).
Vision. A bridge from the present to the future created by a collaborative
mindset, adding meaning to the organization, sustaining higher levels of motivation, and
withstanding challenge (Kouzes & Posner, 2006, 2007); Landsberg, 2003; MendezMorse, 1993; Nanus, 1992).
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Operational Definitions
Culture of high performance. School has demonstrated a growth trend over the
past two years, as indicated by the California Dashboard within the state and local
indicators of Academic Performance in ELA and Math and Climate Survey. An increase
in student performance for the Academic Performance indicators in ELA & Math and
Climate Survey is evidence of a growth trend.
Leadership. The skill of influencing people to work enthusiastically toward
goals identified as being for the common good (Hunter, 2004).
Middle school. A school that provides comprehensive academic instruction to
students in sixth, seventh, and eighth grades.
Principal. For the purpose of this study, the principal is defined as the
organizational and instructional leader of a comprehensive middle school. The principal
provides leadership and works with all staff, students, and parents to develop and
maintain a culture of high performance.
Delimitations
The target population for this study included middle school principals who
represented five of the six following criteria:
•

Principal was employed at a current middle school within Orange County with a
minimum of 30 staff members.

•

Evidence of leading a school with a culture of high performance.

•

Principal had a minimum of two or three years of experience at their current site.

•

A minimum of five years of experience in the K-12 profession.

•

Membership in professional associations in their field, such as ACSA.
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•

Articles, paper, or materials written, published, or presented at conferences or
association meetings.
Organization of the Study
This study is organized into five chapters. Chapter I includes an introduction,

background of the theories and study variables, purpose statement, research question, the
significance of the study, definitions of terms, and the delimitation. Chapter II presents
an expanded view of the content and literature relevant to this study. Accordingly, it
includes an in-depth look at the history of servant leadership, the seven servant leader
characteristics defined by Patterson (2003) and, how servant leadership influences the
middle school principal. Chapter III presents the research design to the study, the
methodology, and the limitations impacting the study. Chapter IV offers a
comprehensive analysis and synthesis of the data collected and a discussion of the
findings. Chapter V presents the findings, conclusions, and recommendations, which
reflect a synthesis of components of the research study.
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CHAPTER II: REVIEW OF THE LITERATURE
Chapter II provides a comprehensive review of the literature related to the seven
servant leadership constructs, which include agapao love, humility, altruism, vision, trust,
empowerment, and service, as proposed by Patterson (2003) in Servant Leadership: A
Theoretical Model. A synthesis matrix of relevant research was established (see
Appendix A) and used to guide and support the development of this review. The
literature review is arranged into five sections and was organized by exploring,
producing, and structuring information in a funneling manner. The literature review
provides a comprehensive analysis of the historical and theoretical elements relevant to
this study on servant leadership and its perceived impact on a culture of high
performance.
This chapter commences with a summary of the literature on the history of
leadership theories and relevant leadership practices followed by a theoretical
background on leadership foundations that culminate with a focus on ethical leadership,
transformational leadership, and servant leadership. Subsequently, the chapter provides
the literature related to the seven servant leadership constructs (agapao love, humility,
altruism, vision, trust, empowerment, and service), according to Patterson (2003), along
with the impact these constructs have on leadership. The chapter concludes with a
summary of the literature related to leadership and a culture of high performance along
with the role of middle school principals and their impact on a culture of high
performance. The final section conveys a summary of the literature and the basis for this
study.
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History of Leadership Theories and Leadership Foundations
The powerful and complex idea of leadership dates as far back as the fifth and
sixth centuries B. C. with Chinese and Greek philosophers Confucius and Plato,
respectively. Noted as a part of society since the beginning of time, leadership exists
both as a virtue and as a way of looking after people (Lambert, 2003). When assessing
the achievement of an organization, the evolution of leadership has become an essential
component considering the direct correlation between successful operations and effective
leaders. There are substantial contrasts between a leader and leadership (Reynolds &
Warfield, 2010; Sadeghi, Yadollahi, Baygi, & Ghayoomi, 2013). A leader is frequently
an individual with an assigned title or hierarchical job, while leadership identifies with
the aptitudes and capacities to impact others (Sadeghi et al., 2013).
Additionally, various leaders support a variety of leadership beliefs to exact their
influence over others. The application of leadership principles is meaningless when they
fail to influence outcomes and behaviors. Good leadership is individually
phenomenological and affected by the organizational environment since leadership
involves an impact and connection between individuals (Akindele & Afolabi, 2013).
Leadership and learning were incorporated and observed as a network-based,
complementary procedure focused on connections and intelligence. Dynamic leadership
included leveling progressive schematics, focusing on relationships, and limiting topdown strategies (Greenfield, 2007). Theoretically, leadership and leadership capacity
was directly associated and intertwined throughout the existing literature (Berson &
Stieglitz, 2013; Lambert, 2003).
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Consequently, in practicing leadership, a hierarchical setting plays a significant
factor. It is important to comprehend and characterize educational leadership (Shuaib &
Olalere, 2013). Spillane (2005) gave a valuable meaning of leadership in an instructive
domain; “Leadership alludes to the techniques of purpose and practices explicitly
intended to impact the awareness and motivation of students” (p. 389). Educational
leadership, specifically classroom leadership, is used to encourage and motivate students
to learn, and therefore, student attention, effort, and retention, have a higher probability
of improvement (Spillane, 2005).
As leadership theories continue to emerge and become re-imagined all through
the 21st century, school district stakeholders and school leaders opine that there is a duty
to guarantee norms that encompass good and moral conduct (Abu-Hussain, 2014). In this
way, morals that can impact a change in school culture and students’ lives are what
characterizes great leadership (Fullen, 2001). Leadership style is a fundamental
component of a school's prosperity. A key influencer on a school’s success and the
overall effect of student achievement can be attributed to a school principal’s leadership
style (Bennett & Anderson, 2003).
Ethical Leadership
In researcher James MacGregor Burns’ seminal work, Leadership (1978), he
defined “moral leadership” as the need for an ethical dimension to leadership. Ethics
consists of the principles of good and proper conduct, and ethical leaders hold their
followers to the same high standards as they conduct themselves. Burns (1978) described
moral leadership as the fundamental wants, needs, aspirations, and values of
followers. His view of this type of leadership was a way of creating social change while
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fulfilling followers’ genuine needs (Burns, 1978). According to Kanungo and Mendonca
(1996), morality and ethics are two interchangeable terms as “what is ethical is moral,
and what is moral is ethical” (p. 33). Remaining consistent with one's ethical standards is
a requirement of ethical leadership, in addition to staying mindful of the intricacy of
moral issues, contrasting perspectives of others, and overseeing clashes that emerge
(Blackman, 2018).
Ethical leadership requires ethical leaders. Ethical leadership must also
concentrate on how leaders influence others and the choices they make. Likewise, ethical
leadership comprises the activities leaders manage in their positions to provide a way in
which they can impact others (Leadership Blog, 2013). Leaders influence followers to
complete tasks, and perform actions and conduct in specific manners. As leaders
cultivate an organization’s vision and mission, effective leaders invigorate change in
values, attitude, and intensify the self-efficacy and empowerment of their followers
(Grace, n.d.).
The cultivating aspect of leadership can raise a school campus culture to a higher
level of ethical behavior. When school site administrators demonstrate ethical leadership,
they promote integrity, which helps teachers and students to trust, accept, and follow
them (Kouzes & Posner, 1992). In addition, character and integrity give a solid
foundation for other individual attributes that direct ethical decisions, beliefs, and values
(Leadership Blog, 2013).
Making and acting on moral choices is a primary concern of ethical leaders,
including compensating ethical behavior and identifying or changing unethical behavior
(Den Hartog & De Hoogh, 2009). Ethical leadership promotes comprehension, which
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centers upon the moral mindfulness not only toward the interaction with followers but
also toward organizational goals and strategies (De Hoogh & Den Hartog, 2008). The
expectation of these leaders is for honest and value-driven decision making. To impact
others’ behavior, ethical leaders utilize different types of correspondence, discipline, and
rewards systems, setting them apart from other leadership styles. Therefore, researchers
have begun to consider ethical leadership as a distinct leadership style that goes beyond
only concentrating on the moral parts of other leadership styles (Brown et al., 2005; Den
Hartog, & De Hoogh, 2009; Kalshoven, Den Hartog, & De Hoogh, 2011).
Transformational Leadership
In recent years, transformational leadership, introduced by Bernard M. Bass
(1985) and Burns (1978), has become popular. Practitioners and researchers have moved
closer to the concept of transformational leadership and have utilized the theory in an
assortment of hierarchical settings. Bass (1990) determined that transformational
leadership happens when leaders “…broaden and elevate the interest of their employees
when they generate awareness and acceptance of the purposes and mission of the group,
and when they stir their employees to look beyond their own self-interest for the good of
the group” (p.21). Essentially, transformational leadership is a procedure of building
responsibility to hierarchical targets and afterward, engaging devotees to achieve those
destinations (Yukl, 1998). The outcome leads followers to improved performance
(Burns, 1998; Yukl, 1998).
Through an atmosphere of trust, transformational leaders cultivate an environment
where connections are shaped, and visions can be shared (Bass, 1985). Researchers,
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Avolio, Waldman, and Yammarino (1991), established four essential practices that
involve transformational leadership:
1. Idealized influence (or charismatic influence).
2. Inspirational motivation.
3. Intellectual stimulation.
4. Individualized consideration.
Idealized influence. The magnetic component of transformational leadership is
idealized influence. This concept is where leaders become good examples to be imitated
by their followers and are appreciated and highly regarded (Avolio & Bass, 2002; Bass,
1998; Bass & Avolio, 1994). Idealized influence in leadership also includes honesty in
the form of moral and ethical behavior (Tracey & Hinkin, 1998). Therefore, idealized
influence demonstrates that leaders will look past their circumstances for the greater good
of their followers while making personal sacrifices for their followers’ benefit (Tracey &
Hinkin, 1998). Through idealized influence, leaders build trust among their followers
who, in turn, develop greater respect and confidence in their leader.
Inspirational motivation. Transformational leaders move and rouse others by
“providing meaning and challenge to their followers’ work” (Avolio & Bass, 2002, p.
2). A typical consolidation includes idealized influence, and inspirational motivation to
establish charismatic-inspirational leadership (Bass, 1998). Through inspirational
motivation, effective leaders help their followers to become motivated to achieve
greatness and reach extraordinary levels of performance (Tracey & Hinkin, 1998).
Further, superior communication skills facilitate the conveyance of vision and clear
direction to followers and thereby enhance inspirational motivation.
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Intellectual stimulation. Transformational leaders inspire their followers’
endeavors “to be innovative and creative by questioning assumptions, reframing
problems, and approaching old situations in new ways” (Avolio & Bass, 2002, p.
2). These leaders motivate by urging followers to attempt new methodologies while
stressing the need to remain rational (Bass, 1990). They guide their followers by
involving them in decision-making without criticism. Intellectual stimulation, therefore,
means that while leaders challenge themselves, they are also challenging those around
them by asking, “Why do we do things and how can we do them differently?” (Avolio &
Bass, 2002, p. 2).
Individualized consideration. The transformational leader uses individual
consideration when taking into account their followers’ unique needs for accomplishment
and development (Avolio & Bass, 2002). To do this, the leader operates as a guide,
encouraging followers in an environment of understanding and care to create “higher
levels of potential” (Bass, 1998, p. 6). The leader evaluates individuals and determines
customized support, and training needs to help followers better contribute to the greater
cause. The impact of individualized consideration and the other three transformational
leadership behaviors actualizes through the leader’s ability to strengthen their followers
(Behling & McFillen, 1996).
Transformational leadership provides a greater emphasis on production due to the
leader having a more grounded connection to the organizational goals (Stone et al.,
2003). This method helps to build a significantly more community-oriented way to
approach principal leadership methods while fostering teamwork, continuing to work
toward the mission and vision of a school site (Hallinger, 2005). Thus, site principals are
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not the only individuals who inspire change and affect student achievement. According
to Hallinger (2003), “Rather than a single individual, the principal coordinating and
controlling from above, transformational leadership focuses on stimulating change
through bottom-up participation” (p. 338).
The main concern of transformational leaders is the organization (Graham,
1991). With an interest to perform better, the transformational leader focuses on the
followers’ personal growth, rather than what may be most useful for the
organization. Transformational leadership is not without its disadvantages.
Transformational leaders could use their idealized influence to manipulate their followers
to achieve their own objectives instead of those of the organization. (Greaves, Zacher,
McKenna, & Rooney, 2014).
Transformational leadership can also increase narcissistic behavior. If leaders
take short-cuts such as aiming to increase high profit or maximum benefits as quickly as
possible, disastrous long-term consequences can result (Giampetro-Meyer, Brown,
Browne, & Kubasek, 1998). History is replete with examples of religious (cult leader
Jim Jones), business (former investment advisor Bernie Madoff), political (dictator of
Nazi Germany Adolf Hitler), and other captivating leaders who have controlled their
followers through narcissistic behavior based on being transformational. These leaders
may have the charisma that allows them to climb to positions of authority where,
eventually, they utilize their charismatic attitude in repressive manners (Lundskow,
1998). Obviously, such leaders who model these behaviors and skills are operating
outside the field of the ideal transformational leadership standard (Stone et al., 2003).
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Servant Leadership
Receiving significant consideration in the present-day leadership field is the idea
of servant leadership, which Robert Greenleaf (1977) created. Gaining popularity for
increasing morale, focusing on people-centered management, and leading organizations
to be initiative-driven, the concepts of servant leadership are just what organizations are
needing (Van Dierendonck, 2011). Greenleaf’s (1970, 1977) vision centered on
leadership principally addressing the needs of others. The focal point of servant
leadership is on others and on understanding the function of the leader as opposed to
concentrating solely on self (Greenleaf, 1977). In his powerful work, The Servant as
Leader, first published in 1970, Greenleaf wrote, “The servant-leader is servant first… It
begins with the natural feeling that one wants to serve, to serve first. Then conscious
choice brings one to aspire to lead” (p. 7).
It is imperative to understand Greenleaf’s position that a servant-leader is “primus
inter pares” (first among equals), meaning that one does not utilize authority in a vacuum,
but rather, attempts to convince, persuade and guide their followers (Van Dierendonck,
2011). This implies that servant leaders transcend self-interest and personal
responsibility (Luthans & Avolio, 2003). Through fostering individuals and helping
them to endeavor and prosper (McMinn, 2001), servant leaders deliver vision, increase
validity from followers, and influence others (Farling, Stone, & Winston, 1999). Taking
this idea further, Greenleaf (1977) inferred that this need to serve is the key to good
leadership. Servant leadership prompts a pledge to the development of an organization’s
employees, along with a responsibility to the organization stakeholders (Reinke,
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2003). Being a servant allows an individual to lead; being a leader suggests the
individual serves.
The servant leadership theory places a much greater emphasis on service to
followers than other leadership models, such as transformational leadership and ethical
leadership. Servanthood is how servant leaders gain influence (Russell & Stone,
2002). Followers are encouraged to practice and exercise their own abilities freely. By
enlisting a higher degree of trust in followers, servant leadership differs from other
leadership styles that require a leader to be solely in charge (Stone, Russell, & Patterson,
2003).
Greenleaf never gave a precise definition of servant leadership, and numerous
translations exist. Notable researchers, Spears (1995), Laub (1999), Russell and Stone
(2002), and Patterson (2003), are among those who are most influential in the servant
leadership field. Figure 1 represents a conceptual model of servant leadership, helping to
bring order to the theoretical ideals that exist among the various researchers and their
respective models.
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Figure 1- Conceptual model of Servant Leadership
Even though servant leaders do not fundamentally focus on organizational goals,
they trust their followers to embrace activities that are to the greatest advantage of the
organization (Van Dierendonck, 2011). The emphasis of servant leadership is upon the
leader’s intent to serve. By first facilitating the growth, development, and general wellbeing of the individuals who comprise the organization, servant leadership is a belief that
organizational goals will occur on a long-term basis (Van Dierendonck,
2011). Suggested by Harvey (2001), the primary objective of a servant leader’s approach
starts with the employees and their growth, then moves to the customer base, and last is
the focus of the organizational bottom line.
The premise of the servant leadership model is the motivation to lead joined with
the need to serve, and this ideology is key to the servant leadership theory excelling in the
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academic setting. A school site principal who acts as a servant leader believes in each
individual and concentrates on acknowledgment, affirmation, and allowing each person’s
abilities to shine (Greenleaf, 1998). Therefore, school principals who are honest about
not always having the appropriate and correct responses, tend to show humility by being
true to themselves, and by their attitude of acceptance (Van Dierendonck, 2011). In turn,
this creates a working environment where staff and students feel safe and trusted.
Research shows that school principals who identify as people-focused servant
leaders have more fulfilled, dedicated, and better performing staff (Van Dierendonck,
2011). To have an effective team, a servant leader needs to be a positive
influence. While being able to generate a cohesive environment for all, a team leader
must be goal-oriented, with the ability to work with a variety of personalities in a group
(Van Dierendonck, 2011). A principal servant leader’s behavior can have the ability to
influence the school campus and the attitudes and behavior of the staff. In turn, that
influence can allow staff behavior and attitude to trickle down to how they impact their
students’ behavior and vice versa (Van Dierendonck, 2011).
The foundations of servant leadership can be traced back to many
centuries. Servant leadership may approach what Plato suggested in The Republic as a
definitive type of initiative wherein “leadership… focuses on the good of the whole and
those in it” (Williamson, 2008, p. 397). As such, servant leadership can produce tangible
change within an organization. When followers perceive that their leaders faithfully
comply with the ideals of servant leadership, then followers are prone to become servants
themselves, which can help diminish negative job satisfaction while increasing long-term
success (Braham, 1999).
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Theoretical Framework
Kathleen Patterson’s theoretical model on Servant Leadership stated that a servant
leader is driven by virtues that originate from within (2003). The following virtuous
constructs, according to Patterson (2003), serve to define servant leaders, while impacting
and shaping their behaviors, attitudes, and characteristics. Thus, according to Patterson
(2003) a servant leader (a) demonstrates agapao love, (b) acts with humility, (c) is
altruistic, (d) is a visionary for their followers, (e) is trusting, (f) empowers their
followers, and (g) and serves (see Figure 2).

Figure 2. The model of constructs
This model details how the servant leadership constructs work together, beginning with
agapao love and ending with service.
Agapao Love
The cornerstone of Patterson’s servant leadership model is agapao
love. “Agapao,” according to Winston (2002), is an ancient Greek term for moral love,
meaning “to do the right thing at the right time and for the right reasons” (p. 5). Winston
explained this is more about seeing followers as hired hearts versus hired
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hands. Patterson’s model cited Ferch and Mitchell’s (2001) explanation that love is a
necessary objective for leaders so that the leader can be ardently, substantially, and
profoundly present for their followers. This idea was upheld by Crom (1998) in that
servant leaders should sincerely take care of and be involved in the lives of their
followers. According to Winston (2002), this love allows leaders to respect every person,
not as an obligation, but as a total individual who is complete with wants, needs, and
desires.
Patterson (2003) likewise utilized the term agapao love as a sign of
servanthood. As indicated by Winston (2002), this type of agapao love is perfectly
healthy today in organizations. Individuals who show it follow what Winston (2002)
called the Platinum Rule (do unto others as they would need you to do unto
them). Swindoll (1981) stated that servanthood and the genuine affection of agapao love
work in concert with one another. In like manner, Ferch and Mitchell (2001) promoted
agapao love as an objective for leaders, and Crom (1998) called attention to the notion
that servant leaders genuinely care for others and are keen on the lives of their
followers. Russell and Stone (2002) suggested that agapao love is unlimited for the
servant leader. As Patterson (2003) stated, agapao love centers around the servants first
and only then on how the servant’s abilities and talents can benefit and impact the
organization in which they work (Patterson, 2003).
Humility
As indicated by Sandage and Wiens (2001), humility is the capacity to keep one's
achievements and abilities in context, incorporates self-acknowledgment, and extends the
genuine notion of humility as not acting selfishly yet rather attentive toward
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others. Patterson (2003) denotes humility as an asset that rebuffs self-adoration and
intentionally focuses on the notion of serving. This is similar to Fairholm and Fairholm’s
(2000) presumption that humility counters selfishness.
This explanation of humility permits leaders to be mindful of others and to
understand the opportunities that followers can bring to an organization. Through her
research, Patterson (2003) found that servant leaders lead in a fashion that acknowledges
ego-awareness and has deep insight into personal limitations. This directly relates to
Winston’s (2003) idea that leaders are teachable and can move aside to let the more
skilled individuals carry out the responsibility as suggested by the
circumstance. Effective leaders are those who preserve their humility through respect
and regard toward their followers and continually recognize their contributions to the
organization (Crom, 1998).
An exemplary servant leader is seen in the life and teachings of Jesus. The Bible
indicates that Jesus chose to lower Himself and carry out the responsibility of the least
significant servant by washing His companions’ feet (John 13:1-17, The New King James
Version). The realization that humility should flow not from a desire for recognition or
commendation (which is its own form of pride), but from our having undeservedly
benefited from the act of humility, is a blessedness that accompanies the life of humble
service (Jankowski & Hooper, 2012).
Altruism
An often-overlooked aspect of servanthood is healing (Barbuto & Wheeler,
2006). Servant leaders who recognize that everybody encounters emotional and physical
suffering are more inclined to recognize this as an opportunity to help their followers
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(Spears, 2004). Greenleaf (1970) discussed that servant leaders practice healing by
helping their followers to seek happiness and satisfaction. Fundamentally, healing is an
overlooked variable that differentiates servant leadership from traditional leadership
theories (Barbuto & Wheeler, 2006). Yet, this variable is not labeled explicitly as healing
to many researchers. Laub (1999) and Barbuto and Wheeler (2006) described this as a
calling. Russell and Stone (2002) and Dennis and Winston (2003) defined this concept as
service. Ehrhart (2004) and Liden, Wayne, Zhao, and Henderson (2008) suggested the
idea of putting others first. Conclusively, Patterson (2003) and Barbuto and Wheeler
(2006) used the term altruism.
A central focus of servant leadership development is the use of altruism. Servant
leaders boldly put their followers first, sharing power with their followers, while
welcoming growth in their followers (Northouse, 2018). According to Northouse (2018),
this is the only leadership style that is centered on the standard of caring for
others. Cartwright (2000) suggested that servant leaders focus on fundamentally
pursuing equality in all people, which is an altruistic approach.
This conduct delivers a beneficial outcome, not only to individuals but also to
organizations. The need to help others and make a difference is an embedded character
trait of a servant leader. Without this trademark, leaders may be narrow-minded in their
views, concentrating more selfishly, rather than valuing the organization’s efforts as a
whole (Coetzer, Bussin, & Geldenhuys, 2017). The more significant levels of
responsibility and self-viability bring about a higher amount of inherent inspiration that
prompts a more elevated degree of charitableness toward the leader and the leader’s
request to see the organization progress admirably (Winston, 2003). Without
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collaboration, magnanimity, and altruism, which make up the foundation of ethical
principles, life would rapidly decline to a conflict-torn society (Valeri, 2007).
Vision
Greenleaf (1977) was resolute that servant leaders tune in and know about the
desires of those inside an organization. He expressed the need to develop a vision for the
organization while remaining a steward who focuses on the betterment of the
organization and builds a community within the organization (Greenleaf, 1977). The
capacity to clearly view contrasting perspectives is an important tool as a servant leader
(Jones, Everard, & McCoy, 2011). Similarly, servant leaders with vision safeguard a
balanced and poignant commitment to set objectives within an organization (Spears,
2004).
Vision centers around the precise activities and responsibilities of a servant leader
(Wong & Page, 2003). It incorporates two of Greenleaf's (1970) 10 attributes of
conceptualization and foresight. Vision permits a leader to be an example for their
followers (Wong & Page, 2003), whereas conceptualization is the capacity to practice
parallel thinking beyond present-day actualities (Barbuto & Wheeler,
2006). Conceptualization and foresight are also emphatically identified with each
other. It can be difficult to imagine a circumstance where one could assemble a vision, in
other words, conceptualize, without having the option to put circumstances inside their
unique contexts and anticipate future opportunities, or rather, have foresight. Therefore,
one can theorize these two attributes as "vision."
How leaders design and predict future needs, create solid strategic mission and
vision statements, and keep circumstances and issues in context also defines “vision”
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(Bell, Bolding, & Delgadillo, 2013). Servant leaders provide a vision of ethical, open,
and caring leadership traits. The solid relationships between the different attributes of
servant leaders demonstrate the difficulty of isolating such closely related
ideas. Understandably, setting others’ needs before one's own, ought to advance
transparency in communication between leaders and their employees or followers. In
addition, the advancement of vision should also advance communication. Consequently,
servant leaders execute the vision by delivering future ideas, values, and mission of the
organization (Bell, Bolding, & Delgadillo, 2013).
Trust
Patterson's model (Figure 2), presents trust at the equivalent point of vision. Trust
and vision work together by allowing the servant leader to connect with followers
through an established vision, which, in turn, forms trust (Winston, 2003). According to
Winston (2003), empowerment is the result of these two interrelated constructs.
As indicated by Story (2002), trust is a fundamental element of a servant
leader. Houser and House (2000) defined trust as “confidence in or reliance on another
team member” (p. 230). They go on to explain this in regards to servant leaders’ ethical
quality, such as genuineness and ability to lead others (Houser & House, 2000). Servant
leaders demonstrate trust in the ways they mentor, engage, and encourage their
followers. Additionally, the transparency of a leader to welcome input from others
enhances a leader’s trustworthiness (Kouzes & Posner, 2002). Kouzes and Posner (2007)
discussed the likelihood of servant leaders to gain followers being greater when those
leaders are reliable, trusting, and take the time to connect to their followers’
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aspirations. Servant leaders continue to build trust and develop an environment of
respect when they behave ethically while serving others (Lumpkin, 2008).
Robert Greenleaf mentioned that it is a follower’s responsibility to “freely
respond only to individuals who are chosen as leaders because they are proven and
trusted as servants” (Greenleaf, 1970, p. 4). The individuals who follow a leader
ultimately do so because they trust that leader. In this way, according to Greenleaf
(1970), a leader cannot inspire trust unless followers believe in the leader’s qualities,
skills, and judgments that will lead to the fulfillment of a worthwhile goal (Greenleaf,
1970).
Empowerment
As mentioned previously, empowerment results when vision and trust are united
(Winston, 2003). Empowerment is delegating control to others, and for the servant
leader, it includes listening, emphasizing teamwork, helping others to feel important, and
valuing equality and love (Russell & Stone, 2002). Through empowerment, the servant
leader recognizes the need to release power so that followers can be viable and effective
in completing the set workload (Russell & Stone, 2002). Melrose (1998) clarified that
empowerment includes an explanation of desires, objectives, and obligations while taking
into consideration the ability to fail and fall short while self-directing. Covey (2004)
accepted that leaders fill in as exemplar models of empowerment when they value others
along with respecting their disparities.
Servant leaders use empowerment as a way to support, mentor, and coach their
followers, all the while improving and transforming them by shifting responsibility and
sharing information (Spears, 2004). Furthermore, servant leaders engage their followers
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through fostering well-being and self-confidence while helping them to develop
inwardly, mentally, emotionally, and morally (Van Dierendonck, 2011). A component of
empowerment that leaders employ is through activating and aligning talent (Bobbio, Van
Dierendonck, & Manganelli, 2012).
An essential goal of a servant leader is to recognize individual talent and to align
that talent to the needs within the organization (Flint & Grayce, 2013). Along these lines,
a servant leader can best identify individual talent per the organization's mission and
vision (Flint & Grayce, 2013). After activating and aligning talents, a servant leader
subsequently begins to create a positive atmosphere within the organization that utilizes
these individual talents (Van Dierendonck & Patterson, 2014). The use of these
empowerment tactics helps in developing and growing followers. Empowerment and
building trustful connections are interlaced. Without a trusting relationship, it would be
difficult to engage and empower others. Both of these concepts are necessary to
guarantee ongoing individual development and growth (Coetzer, Bussin, & Geldenhuys,
2017).
Service
Service to others, as opposed to self-interest and self-promotion, is a new vision
of leadership within organizations. According to the Greenleaf Center for ServantLeadership (1998), this leadership model highlights "increased service to others; a
holistic approach to work; promoting a sense of community, and the sharing of power in
decision making” (p. 4). Greenleaf’s (1970) philosophy presented the significance of a
leader’s inspiration to lead and serve others as the proof of a true servant leader. This
philosophy is not to be viewed as doing things for other people. Instead, a leader’s
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emphasis is to make the persons being served more capable in addressing their own needs
as well as being better prepared to serve their organization and society as a whole. The
focus is to help followers become less reliant on their leader by becoming more
autonomous (Greenleaf, 1970). When modeling their behaviors, attitudes, and values,
leaders must prepare to be accountable to those they serve (Greenleaf, 1998).
A servant leader serves others by investing in their followers’ growth and wellbeing for the benefit of achieving goals in the interest of all. However, being considered
a service-oriented person does not define one as a servant leader. Arlene Hall (1991)
discerned that "Doing menial chores does not necessarily indicate a servant
leader. Instead, a servant leader is one who invests himself or herself in enabling others,
in helping them be and do their best" (p. 14). Additionally, motives that are self-serving,
such as pleasing people or satisfying one’s own need for approval and acceptance is not
aligned with the service of a servant leader. Servant leadership is a genuine desire to
serve others for the common good, giving way to encouraging followers’ freedoms,
opportunities, and improving their well-being (Page & Wong, 2000).
Culture of High Performance
The energy that impacts a culture of high performance comes from leaders who
possess self-efficacy (Seashore Louis, Leithwood, Wahlstrom, & Anderson, 2010).
Seashore Louis et al. (2010) stated, “Principals who see themselves as working
collaboratively towards clear, common goals with district personnel, other principals, and
teachers are more confident in their leadership” (p. 31). Effective leaders must assess
both external and internal impacts on the school environment while working together
with their team to develop a school’s culture of high performance. According to
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Bamburg and Andrews (1990), a principal’s role as the educational leader of a school
must follow these vital components: (1) hold a specific vision for the school that is clear,
and focuses on the desired outcomes (i.e., “ensuring student success and academic
excellence”), (2) convey that vision to teachers, staff, and stakeholders to acquire their
needed support, (3) give and additionally obtain the resources required by the school to
achieve the vision, and (4) manage oneself so that (1), (2), and (3) are accomplishable (p.
110).
The factors that contribute to an increased culture of high performance have
moved to the forefront of many school site leaders' attention, along with the supporting
research (Leithwood & Riehl, 2005). According to the Effective Schools study, “a
driving force behind political efforts to improve public education suggests that improved
student outcomes can be attained through strategic school organization and strong
principal leadership” (Heck, 1992, p. 21). School culture and school leadership are two
primary factors that have received a lot of consideration in the area of improving
academic performance (Cotton, 2003; Deal & Peterson, 1999; Leithwood & Riehl, 2005;
Leithwood, Seashore Louis, Anderson, & Wahlstrom, 2004; Marzano et al., 2005;
Reeves, 2006).
School site principals are being “held responsible not just for the structures and
procedures they set up, but also for the performance of those under their charge”
(Leithwood & Riehl, 2005, p. 4). Leithwood and Riehl (2005) clarify that it has been
difficult in the past to gauge student outcomes when measuring against teacher or
principal performance, but technology “makes it possible to tie student learning outcomes
more directly to teachers’ and school leaders’ performance” (p. 4). This technology has
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produced a more noteworthy measure of pressure on those educators “from teachers,
principals, and district leaders to produce documented evidence of successful
performance” (p. 4).
According to Leithwood and Jantzi (1999), identifying specific characteristics that
cause an increase in high performance has been challenging to measure. However, many
studies that have focused on leadership have shown a variety of constructs that correlate
with a culture of high performance (Cotton, 2003; Leithwood et al., 2004; Marzano et al.,
2005; Palmour, 2000; Prater, 2004; Silins & Murray-Harvey, 1998).
As stated by Lofton, Heraper, Williams, and Lai (2018), the Local Control
Accountability Plan (LCAP) was enacted in 2013 to simplify the federal, state, and local
regulations in California, allowing for academic and school achievement
monitoring. The LCAP is a document formulated by each school to allocate its resources
to meet its goals. In 2015, President Obama enacted a federal accountability law for
academic achievement known as the Every Student Succeeds Act or ESSA (Lofton et al.,
2018).
The California School Dashboard was released in December 2017 as a way to
report and measure the achievement scores for all schools and districts throughout
California based on the state’s six priority standards, which are Academic Indicator
(reported separately for English language arts/literacy [ELA] and mathematics
assessments), English Learner Progress, Chronic Absenteeism, Graduation Rate,
Suspension Rate, and College/Career Readiness (California Department of Education
[CDE], 2017). Schools and districts are measured based on “standard met,” receiving a
color-coded score of blue or green for high-achieving schools and a color-coded score of
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red, orange, or yellow for schools and districts not meeting the minimum standard (CDE,
2017). The LCAP, along with the California School Dashboard, helped pave the way for
a continual focus on improvement and increased academic performance (CDE, 2017).
Today, educational conversations embrace accountability, academic achievement,
and school performance (Huguet, 2017). The focus of school site leaders is to ensure that
all students are given equal opportunities in attaining high-quality public education
(Nichols, Glass, & Berliner, 2006). Furthermore, “the effective schools research has
been a driving force behind political efforts to improve public education, suggesting that
improved student outcomes can be attained through strategic school organization and
strong principal leadership” (Heck, 1992, p. 21).
Leadership and High Performance
The impact of strong leadership is beyond measure, and the consequences of
weak leadership are equally obvious. Likewise, studies have demonstrated that
leadership represents one-fourth of the absolute impact of all school factors, which
ultimately impacts the overall student and school performance (Leithwood & Riehl,
2005). While educational policymakers and researchers argue over how much principal
leadership and performance affect student achievement and school performance, studies
show that weak leadership can have permanent and detrimental consequences for student
achievement and school performance (The Wallace Foundation, 2013). As indicated by
Leithwood and Riehl (2005), both student achievement and school performance focalize
around the choices created or not by the principal.
School principals are the central figure in establishing the leadership within their
school site. Adapting to difficulties they face and working inside a framework that has
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experienced numerous changes, a principal’s leadership style can influence the
principal’s conduct and behavior inside the school (Abu-Hussain, 2014). Sergiovanni
(2006) suggested that principals are to schools’ what pastors are to churches as principals
are responsible for ‘ministering’ to the needs of the schools they serve.
The shared values and purposes of the school’s covenant define the needs. When
moral authority drives leadership practice, the principal is, at the same time, a leader of
leaders, follower of ideas, minister of values, and servant to the followership.” (p.
19). Leithwood and Riehl (2005) noted that a leader impacts the authoritative culture
through practices “aimed at developing shared norms, values, beliefs, and attitudes
among staff, and promoting mutual caring and trust among staff” (p. 20).
Researchers, Hallinger and Heck (1998) determined that principals practice a
quantifiable impact on student achievement, school performance, and overall school
efficiency. Murphy, Moorman, and McCarthy (2006) saw that "leadership is the central
ingredient in ensuring that meaningful student engagement and widespread rewards and
recognition become defining elements of school culture" (p. 27). O'Donnell and White
(2005) additionally observed the connection between decisions made by the principal to
advance student achievement was a foundational ingredient for overall school
performance. Further, O’Donnell and White (2005) composed the notion that it is
fundamental for the school principal to "motivate and lead all people who influence
student learning" (p. 57).
Principals who set exclusive requirements for teachers, students, and staff have a
noteworthy and quantifiable effect on improved performance, giving more prominent
chances to students, and overall school improvement (Arnold, Walsh, Oldham, & Rapp,
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(2007; Hallinger & Heck, 1997). The principal of a school should organize efforts based
on the support of the school’s mission and vision in ways that are seen by facilitating
teacher’s work and allowing teachers to feel supported and optimistic that all students
will learn (McGuigan & Hoy, 2006). Heck (1992) stated, “The effective schools research
has been a driving force behind political efforts to improve public education, suggesting
that improved student outcomes can be attained through strategic school organization and
strong principal leadership” (p. 21).
According to Marzano et al. (2005), a principal’s leadership conduct, and their
school’s performance has a .25 average correlation. These findings are "compelling and
should stir school leaders to seek ways to improve their leadership skills" (p. 32).
Cooper, Ponder, Merritt, and Matthews (2005) revealed a frequent attribute of effective
school principals is when they describe their role as being equivalent to that of a servant
leader.
Further, the principals studied placed importance on the need for teamwork within
the school-site and recognized their role was better suited as a manager of systems, rather
than a manager of details, to build an atmosphere directed toward continuously improved
performance (Cooper et al., 2005). Marzano et al. (2005) wrote that “in broad terms,
research indicates that principals can have a profound effect on the culture of high
performance and students’ academic success in their schools” (p. 38). Palmour (2000)
examined the connection between principal leadership and high performance, finding that
there is an immediate connection between them. Leithwood et al. (2004) noted that
“leadership is second only to classroom instruction among all school-related factors that
contribute to what students learn at school” (p. 5).
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Role of the Principal
Principals impact the overall performance of a school as well as influence the
communication systems, establish expectations for staff and teachers, foster a culture of
teamwork, organize professional development opportunities, and oversee development
toward the school site’s mission, vision, and goals (Arnold et al., 2007). Fairman and
Clark (1985) stated, “The prominence of leadership . . . suggests that the very foundation
of productive and effective schools is the leadership ability of the principal” (p. 7).
Principals are critical figures when it comes to influencing student academics and
that relationship to achieving a culture of high performance. A school principal is not the
same today as in years past (Grobler, 2012). One study featured evident changes in
recent years as an increase in administrative duties and requirements has
expanded. These were met with a greater focus on performance assessments of students
as well as a boost toward professional learning communities for teachers and staff, where
the principal is expected to drive the instruction (DuFour & Mattos, 2013). Moreover,
there is a greater emphasis has been placed on building relationships with all school
stakeholders, as principals continue to work with a variety of cultures and standards
within their school sites (Sergiovanni, 2006).
According to Glover (2007), “In a climate thick with education mandates, many
principals fear that their chances to influence decisions about their profession are
eroding” (p. 60). He also affirmed it was the obligation of principals to figure out how to
change this belief and provided suggestions that included open discussion, debate, and
dialogue. Preparing principals through leadership training has fallen with the changing
times (Copland, 2003). According to researchers, there is a prevalent assumption that the
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quality of leadership has a remarkable effect on student outcomes and school culture and
this requires prepared, dedicated, and highly effective principals (Reyes, Brackett, Rivers,
White, & Salovey, 2012; Tatlah, Iqbal, Amin, & Quraishi, 2014). While monitoring what
impacts the culture of the school, principals must be able to equalize all of the elements
of leadership to satisfy the needs and amplify the results of students (Leithwood & Sun,
2012; Bruggencate, Luyten, Scheerens, & Sleegers, 2012).
Although principals are not in day to day, direct contact with students, they have a
circuitous connection with student achievement and performance due to their interactions
with the teachers who have everyday contact with students (Leithwood et al., 2004). A
principal’s leadership is a substantial factor in the achievement and performance of both
students and the school, although their impact in the classroom is indirect. Seashore
Louis et al. (2010) have proposed that principal leadership practices are directly related to
setting the course of having the most significant impact on a school’s performance.
According to Terziu et al. (2016), a principal demonstrating capacity to
communicate efficiently, along with providing support to the teachers and staff, sets the
groundwork for students’ success. Marzano et al. (2005) added to this by depicting other
responsibilities of a school principal, which included focus, input, communication,
relationships, and flexibility as professional variables associated with the set standards
that go into the role of a principal. Pierce and Stapleton (2003) wrote, "the principal
serving primarily as a manager has been supplanted by the need for the principal to be the
leader of instruction" (p. 93). Marzano et al. (2005) proposed a few fundamental needs
for success as a school principal; building a solid leadership team, distributing
responsibilities, and assisting the process of change on campus. In addition, the three key
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components that aid a school principal for maximum impact as a school site leader, are
guiding the learning outcomes, being a team player, and leading the school site to be
more efficient, therefore maximizing the potential of a culture of high performance
(Fullen, 2001).
Middle School Principal Leadership and Culture of High Performance
“The notion that early adolescents have social, psychological, and academic needs
that are distinct from those of older and younger students has long been recognized”
(National Center for Education Statistics, (NCES), 2000, p.13). The National Middle
School Association (NMSA, 1982) defines a middle school as one that is explicitly
organized to meet youthful teenagers' specific formative needs. Middle school is a
timeframe when youth from ages 10-14 experience the procurement of social abilities,
the creation of personal identity, the ability to make independent decisions, and the
formation of character and values (Arowosafe & Irvine, 1992).
During these transitional years, young teens experience significant changes.
Middle school is a time where teens encounter physical, intellectual, moral,
psychological, and social-emotional changes (Arowosafe and Irvine, 1992). A middle
school student’s self-awareness and academic development during these influential years
"sets the stage for success in high school and beyond, or for disengagement and the
likelihood of becoming a high school drop-out" (Caskey and Ruben, 2007, p. 1).
Building a Culture of High Performance
The middle school principal plays a key role in influencing and enhancing a
school’s culture by creating connections among the teachers, students, and families. As
per the Association for Middle-Level Education (formerly National Middle School
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Association) (NMSA, 2010), “research confirms that middle grades education is a
significant and distinct level of schooling with its own tenets and characteristics” (p. 7).
Caskey and Ruben (2007) added four key elements that are vital to being an effective
middle school principal as follows: 1) a shared responsibility and collaboration in
leadership, 2) creating a shared vision amongst all stakeholders, 3) developing guidelines
to address academic and social challenges that are common to middle school youth, and
4) producing a school atmosphere where all feel welcomed and accepted while discussing
important educational issues (p. 29).
As noted previously, school site principals have a profound influence on the
school and campus culture (Kise & Russell, 2008). Researcher, Franklin (2002) analyzed
how principal leadership affected teachers in high-performing schools. He concluded
that a principal’s leadership serves as a model for teachers to follow, and in turn, teachers
have more belief in that model and adhere to it (Franklin, 2002). According to Franklin
(2002), the principal’s leadership philosophy, and the school’s mission statement must be
connected. Although the principal’s leadership philosophy does not need to be identical
to that of the school’s mission statement, the two should be intertwined and depict a
similar shared vision. Middle school research has concluded that to improve a school’s
environment, the school-site principal must integrate their leadership philosophy with the
school’s mission philosophy (Kokolis, 2007).
Middle school principals and stakeholders must demand a persistent effort in
building a culture of high performance. Three elements that add to improved
performance in middle schools, according to Cooney and Bottoms (2003), are: 1)
students are advised in the school by an adult; 2) challenging courses are given and

48

offered to all students; 3) students are helped to plan for success beyond their middle
school years with the involvement of their parents. Cooney and Bottoms (2003), further
suggest that students who communicate with an adult advisor have a better likelihood to
succeed than those students who are not given the opportunity of interaction with adult
advisors. Students who receive opportunities to collaborate with their peers, along with
those who build a relationship with their adult advisors, are also often motivated to
succeed at higher levels than students who do not have those relationships (Conchas &
Rodriquez, 2008).
Challenges to Developing a Culture of High Performance
Middle school principals are challenged each day as they work in the unique
environment of middle-level education (Anfara et al., 2008). Helping to lead instruction,
involving students, staff, and parents while pursuing academic excellence and
encouraging students to grow as autonomous learners, principals and teachers face
teaching students during the most rapid changes within their lifetime (Anfara et al.,
2008). A middle school principal who includes all stakeholders in the decision-making
process and avoids acting as a single leader controlling all aspects of the school is the
consummate servant leader (Hipp, 1997). The principal must function as an agent of
change, recognizing all variables identified with a high performing school and working to
effect necessary adjustments to the school’s culture (Hipp, 1997).
Principal leadership correlates with a culture of high performance, and there is
evidence between specific principal behaviors and student learning. One such behavior is
the extent to which the principal “is aware of the details and undercurrents in the running
of the school and uses this information to address current and potential problems”
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(Waters, Marzano, & McNulty, 2003, p. 4). These researchers also believe, “effective
leadership means more than knowing what to do—it’s knowing when, how, and why to
do it” (Waters et al., 2003, p. 2).
The most effective middle school principals, according to Anfara (2013), are
those who “recognize teaching and learning as the main business of the school,
communicate the school’s mission and vision clearly and consistently to all constituents,
promote an atmosphere of trust and collaboration, and emphasize professional
development” (pp. 697-698). These four areas directly relate to how a middle school
principal connects with students, teachers, staff, and the surrounding school community
stakeholders. Through their powerful influence on working conditions, commitment, and
motivation, school leaders indirectly help to improve teaching and learning (Leithwood,
Day, Sammons, Harris, & Hopkin, 2006).
Middle school principals who focus on the school’s essential workers are most
effective (McIver, Kearns, Lyons, & Sussman, 2009). Middle school site-leaders who
have a clear mission and purpose for the school, identify their goals that align with that
mission and purpose. By communicating the mission, goals, and purpose to all
stakeholders, middle school principals make sure that those entrusted with the students on
campus know and understand their role and what is needed to enhance students’
academic excellence (McIver et al., 2009). In this way, middle school principals fill the
role of a servant leader, entrusted with producing and supporting a culture of high
performance within their school site.
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Summary
Chapter II provided an overview of the historical and theoretical elements
important to this study on Patterson’s (2003) servant leadership constructs and its
perceived impact on a culture of high performance. Servant leadership researchers and
the theoretical framework of Patterson’s (2003) servant leadership constructs that
influence servant leader behavior served as the basis of discussion for several themes
relating to servant leadership and a culture of high performance. These themes embraced
a culture of High Performance, Leadership and High Performance, the Role of the
Principal, and Middle School Principal Leadership and Culture of High Performance.
This literature review presented an abundance of research that confirmed and
established a positive association between Patterson’s (2003) servant leadership
constructs and a culture of high performance. However, there is limited research that
codifies the importance of Patterson’s (2003) seven servant leadership constructs when
implementing those constructs among principals at middle schools to support a culture of
high performance. All the research elements examined reinforce the need for this study
and the methodology through which it was conducted.
Synthesis Matrix
The researcher used a synthesis matrix (Appendix A) to arrange the topics for this
study in a cogent manner, as conveyed in the literature. The synthesis matrix provided
the researcher with a summary of the literature and illuminated the connections between
these themes. The researcher also used the matrix to arrange the references and variables
that described each major heading discussed in this study.

51

CHAPTER III: METHODOLOGY
Overview
This phenomenological study sought to explore and describe middle school
principals’ perceived impact of servant leadership constructs as written by Patterson
(2003) on establishing a culture of high performance. Throughout the study, the term
peer researchers will be used to refer to the eight Brandman University doctoral students
who worked on this thematic dissertation under the guidance of one faculty member and
one faculty chair to collaborate on the design and implementation of this study. As per
McMillan and Schumacher (2010), this portion of the dissertation, “describes the design
of the study” (p. 37).
Accordingly, this chapter offers insight into the methodology of this
phenomenological study. It includes a review of the purpose statement and research
questions. In addition, this chapter presents the research design, population, sample, and
instrumentation. Also provided is a description of the data collection process and the
procedures to analyze the data. The chapter defines the interview process as well as the
means employed to increase validity and reliability. Chapter III concludes with a
presentation of study limitations.
Purpose Statement
The purpose of this phenomenological study was to explore and describe middle
school principals’ perceived impact of the seven servant leadership constructs developed
by Patterson (2003) for establishing a culture of high performance.
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Research Question
To provide a greater understanding of the perceived of servant leadership
constructs for establishing a culture of high performance according to middle school
principals, the study will investigate the following research question and subsequent
questions:
•

What is the impact of Patterson’s (2003) seven servant leadership constructs for
establishing a culture of high performance as perceived by middle school
principals?

Sub Questions
1. What is the impact of the agapao leadership construct for establishing a culture of
high performance?
2. What is the impact of the humility leadership construct for establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct for establishing a culture
of high performance?
4. What is the impact of the vision leadership construct for establishing a culture of
high performance?
5. What is the impact of the trust leadership construct for establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct for establishing a
culture of high performance?
7. What is the impact of the service leadership construct for establishing a culture of
high performance?
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Research Design
This study utilized a phenomenological research design to understand middle
school principals’ perceived impact of servant leadership constructs established by
Patterson (2003) on establishing a culture of high performance. This qualitative
phenomenological study included in-depth interviews, direct observations, and a review
of artifacts. Thereafter, the themes extracted from the data following the fieldwork were
synthesized to delineate the findings.
Patton (2002) and McMillan and Schumacher (2010) indicated that qualitative
research included a substantial degree of adaptability, permitting researchers to utilize
procedures that increase the potential effect of reflexivity, subsequently improving the
legitimacy of the findings. Reflexivity purportedly enhances credibility otherwise
compromised by researchers’ biases. This form of research was frequently used as a
component of an evaluative process as it produced an association between the account of
the participants and their perspectives. Further, McMillan and Schumacher (2010) stated
that numerous intuitive research approaches could affect the decision-making process
when connected to qualitative studies.
This study applied a descriptive and non-experimental approach. McMillan and
Schumacher (2010) clarify how non-experimental differs from an experimental
approach. “Non-experimental research designs describe the phenomena and examine the
relationship between different phenomena without any direct manipulation of conditions
that are experienced” (McMillan & Schumacher, 2010, p. 22). Further, utilizing a
phenomenological approach permits the researcher to “describe the achievements,
attitudes, behaviors, or other traits of a group or subject” (McMillan & Schumacher,
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2010, p. 217). This methodology allowed the researcher to identify and describe middle
school principals’ perceived impact of servant leadership constructs, founded by
Patterson (2003) on establishing a culture of high performance.
The technique chosen for this study was qualitative phenomenology, which
distinguished the qualitative oral history of experiences by middle school principals’
perceived impact of servant leadership constructs established by Patterson (2003) on
establishing a culture of high performance. The researcher gathered data through direct
examination in this qualitative approach (Creswell, 2008). The immediate assessment
was in the form of digitally recorded interviews with the selected sample population. As
indicated by Patton (2002), the phenomenological point of view concerns theory, and the
central question concerns “the meaning, structure, and essence of the lived experience of
this phenomenon for this person or group of people” (p. 104). Phenomenology alludes to
an individual's view of the significance of an occasion rather than the occasion as it exists
externally to that individual (Patton, 2002). The focal point of this phenomenological
inquiry was to explore and describe middle school principals’ perceived impact of servant
leadership constructs established by Patterson (2003) on establishing a culture of high
performance and how and how they interpret those experiences.
The eight peer researchers, faculty advisor, and faculty chair ultimately chose a
phenomenological design that would be most appropriate for this study of the servant
leadership constructs and their perceived impact by middle school principals and how the
principals establish a culture of high performance within their school sites. The
phenomenological structure befitted the non-experimental, descriptive approach to best
accumulate the lived encounters of the leaders. To experience the most straightforward
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and honest responses, the interviews would collect the data required for this methodology
(Creswell, 2008).
After exhaustive conversation by the thematic group, phenomenology was
decided upon to enable the study to identify and describe the perceived impact of high
performing leaders. The phenomenological approach was most suitable to study the
perceptions of middle school principals of high-performance schools who practice the
constructs of servant leadership formulated by Patterson (2003), as it considers in-depth
reflection and analysis based on the everyday lived experiences of this educational
sector. Eight middle school principals who lead a school with a culture of high
performance were purposefully selected for interviews, and data were collected.
Types of Data
The three types of data collection are more prevalent in qualitative research and
include in-depth interviews, observations, and written documents or artifacts. Interviews
regarding the lived experiences and perspectives of the selected individuals consisted of
open-ended questions to gather vital information relevant to their knowledge base. The
data must then be analyzed and synthesized in the form of direct quotations conveyed to
the researcher (McMillan & Schumacher, 2010).
McMillan and Schumacher (2010) and Patton (2002) expressed the motivation
behind interviews as a way to increase a profound degree of access to a genuine
viewpoint by an individual or group. With this in mind, the qualitative researcher must
feel confident that the interviewee was authentic throughout the thought process, opinion,
and perspective. The researcher must also ensure the responses provided were reliable
and accurately reflected the mindset of the participant. The nature of the interview
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process and data collection were dependent upon the proficiency held by the researcher
who petitioned high-quality responses and reactions through the mixture of subjective
questions, probes, and transitions (McMillan & Schumacher, 2010; Patton, 2002).
The researcher’s goal in this phenomenological study was to build an
understanding of the lived encounters of an individual as it is related to specific
viewpoints (Creswell, Hanson, Plano Clark, & Morales, 2007). Phenomenological
interviews were in-depth as they looked for a well-characterized comprehension of how
and what participants experienced. This study focused on the individual experiences of
the researcher and those of the interviewees (McMillan & Schumacher, 2010; Patton,
2002). Through various interviews, the data sustained the researcher’s endeavors in
gathering and preserving proper information to discover patterns and themes, and to help
with exhibiting the philosophies related to middle school principals’ perceived impact of
servant leadership constructs established by Patterson (2003) on establishing a culture of
high performance.
Population
McMillan and Schumacher (2010) characterized a population as a group of
components or specific cases that imitate researcher-defined criteria and signify the
components or instances in which the results of the research are specified. A sample for
this research was a subset of participants from the population from whom information
was gathered. This data permitted the researcher to develop conclusions regarding the
population, presuming the attributes of the population reflected those of the sample
(Patten, 2012).
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The California Department of Education website (n.d.) listed that there were
1,293 active public middle schools in California during the 2018-19 school year. Middle
school for this study is defined as a school with sixth, seventh, and eighth grades, and the
1,293 population of middle school principals was far too great to sample every possible
respondent. Therefore, the population was narrowed to 690 active public middle school
principals in Southern California, which included the following counties: Los Angeles
with 325 middle schools, Orange with 88, Riverside with 76, San Bernardino with 74,
San Diego with 99, and Ventura with 28.
Sample Frame
McMillan and Schumacher (2010) characterized the target population as the
arrangement of individuals selected from the overall population for which the study’s
data makes inductions for the bigger populace. This definition led to a reduced
population of middle school principals determined as the sampling frame. The researcher
delineated the sample frame to include middle school principals in Southern California.
Further, the researcher narrowed the sampling frame for accessibility and convenience
(MacMillan & Schumacher, 2010) to include middle school principals in Orange County,
California. The non-probability sample was selected from the 88 middle school
principals in Orange County, California, that meet the sample established thematic
sample criteria.
Study Sample
McMillan and Schumacher (2010) characterized a sample as “the group of
individuals from whom data are collected” (p. 129). Non-probability sampling was
utilized in this investigation. The sample participants were purposively selected to permit
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the researcher to choose participants where the resultant information would clearly
“illuminate the inquiry question being investigated” (Patton, 2002, p. 264). Due to the
researchers’ time, geography, and resources, convenience sampling was also utilized
(Creswell, 2008). According to Creswell (2005), “In convenience sampling the
researcher selects participants because they are willing and available to be studied” (p.?)
In addition, purposeful sampling was utilized to identify participants to address the
research purpose and central question. The particular criteria prompted the researcher to
choose members dependent on this study’s operational definition of a culture of high
performance (Patton, 2002).
The researcher also elected to use purposeful and network sampling, better known
as snowball sampling by McMillan & Schumacher (2010). Purposeful sampling was
used to determine an information-rich sample of middle school principals who
represented five of the six following criteria:
•

Principal was employed at a current middle school within Orange County with a
minimum of 30 staff members.

•

Principal leads a school with a culture of high performance.

•

Principal had a minimum of two years of experience at their current site.

•

Principal had a minimum of five years of experience in the K-12 profession.

•

Principal has membership in professional associations in their field, such as
ACSA.

•

Principal has articles, papers, or materials written, published, or presented at
conferences or association meetings.
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The researcher contacted superintendents in districts with middle schools for
referrals of principals they would recommend as meeting the criteria for participation.
Snowball sampling was also utilized to identify participants that meet the criteria based
on the referral of other middle school principals identified by purposeful sampling.
According to McMillian and Schumacher (2010) “snowball sampling is frequently used
for in-depth interview studies rather than participant observation research” (p. 327).
Figure 3 provides a visual over of the population, sampling frame, and sample.

POPULATION: Southern California
N= 690 Middle School
Principals

SAMPLING FRAME: Orange County
N= 88 Middle School
Principals

SAMPLE: High Performance
N= 8 High Performance
Middle School Principals

Figure 3. Population, Sampling Frame, and Sample
While qualitative research studies are both resource and time concentrated, this
considers incredible understanding and depth when the data are analyzed (McMillan &
Schumacher, 2010). For this phenomenological study, the thematic dissertation team was
led by the definitions of sample size by Creswell (2008) and Morse (1994). Creswell
(2008) indicated five to 25 participants were needed, whereas Morse (1994)
recommended at least six participants. Considering this phenomenological study, a
sample size of eight participants was determined to be satisfactory after consideration by
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the eight peer researchers, faculty advisor, and faculty chair. Additionally, in qualitative
research studies, the size of the sample is important as it aligns with the purpose of the
study (McMillan & Schumacher, 2014; Patton, 2002).
The selection of participants for this qualitative phenomenological research study
included multiple steps, which centered on developing a sample that would provide
credible and useful data. These steps were:
1. A list of all middle school principals within Orange County from the Orange
County Department of Education (OCDE) website was accessed.
2. School district superintendents were contacted via electronic mail for
recommendations on high performing middle school principals to serve as
participants in the research study (Appendix B). This message included a standard
of a culture of high performing middle schools.
3. Based on the ascertained definition for a culture of high performance, research
was conducted on potential participants considered for this study. Sources
included professional networking websites such as the Association of California
School Administrators (ACSA), LinkedIn, and various school and district
resources.
4. Each middle school principal identified as a participant based on sample criteria
was contacted via email or telephone to request their participation (Appendix C),
and the first eight who responded, indicating a commitment to participate, were
selected.
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5. Interviews and observations were scheduled based on the availability of the
participants and the researcher to complete the interview, observation, and artifact
collection within the given timeframe.
Instrumentation
In qualitative research, the researcher is determined to be the instrument that
collects the data within the study (Patton, 2002). The eight-member thematic group
developed the interview questions with the faculty advisor and faculty chair, who
provided expert guidance throughout numerous meetings. The eight peer researchers
were divided into four teams of two to design the initial interview questions that aligned
with the purpose statement and research questions as they related to the definitions of the
seven servant leadership constructs defined by Patterson (2003).
Consequently, these preliminary questions were submitted to the faculty chair and
faculty advisor for feedback conveyed to the eight peer researchers in subsequent
meetings. Through this feedback method, revisions were made to the interview questions
by both the peer researchers and the faculty chair and advisor, and each researcher fieldtested finalized versions. Probes for each interview question were also developed
through a similar process by the four smaller groups of two peer researchers followed by
feedback and revisions. According to Patton (2002), probes are employed in qualitative
research to build detail, richness, and depth. Probing questions are used to seek more
information from interview subjects to expand the understanding of answers given from
the main interview questions that addressed the seven constructs of servant leadership
established by Patterson (2003).
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After the interview and probing questions were created and settled upon for use,
the peer researchers, chair, and advisor explored and deliberated the interview
protocol. The interview protocol was developed to gather descriptive data from
participants. Each interview question was designed to align with the seven constructs of
Servant Leadership as established by Patterson (2003) and to elicit in-depth reflection on
experiences as they related directly with the broader research questions. Table 2 shows
the alignment of the research questions with the interview questions, definitions, and
supporting literature.
Table 2
Alignment of Research Questions to Interview Questions and Literature
Research
Interview
Definition
Question
Questions
What is the
Q1: What are your
Agapao love is to do the
impact of the
perceptions of the
right thing for the right
agapao
culture that exists in reasons. Agapao love
leadership
your organization
leaders care more for their
constructs for
resulting from
followers than the interest
establishing a
Agapao Love?
of the organization
culture of high
resulting in greater
performance?
Q2: What would
understanding, gratitude,
you describe as the
kindness, forgiveness, and
compassion.
2 or 3 most
important ways to
demonstrate Agapao
Love?
What is the
Q1 - Tell me about
Humility is the
impact of the
a time where you
importance of being
humble and having
humility
put your staff and
leadership
teachers’ needs
modesty, not being
constructs for
before your own.
mistaken for meekness or
establishing a
the absence of
culture of high
Q2 - Servant leaders strength. It is a virtue
are characterized by characterized by one’s
performance?
displaying humility talents and abilities and an
towards the
outward rejection of selfmembers of their
interest while placing true
organization. Tell
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Literature
Connection
Gunn, 2002;
Patterson,
2003.

Kim et al.,
1999.

What is the
impact of the
altruism
leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
vision leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
trust leadership
constructs for
establishing a
culture of high
performance?

me about a time
when you showed
humility towards
your staff or a staff
member?
Q1: What is your
perception of
altruism and its
impact on your
organization’s
culture of high
performance?
Q2: What do you
believe are the
specific impacts it
has on the culture of
performance in your
organization?
Q1: How does the
use of creating a
vision in your
leadership impact
the establishment of
a culture of high
performance?
Q2: What behaviors
or actions do you
observe when
vision is prioritized
in school
leadership?
Q1: There is a lot
of literature on the
importance of
building a climate
of trust within an
organization. How
do you develop and
sustain trust in your
organization?
Q2: Thinking about
your organization,
please share some

value on the recognition
and success of others.

Altruism is demonstrating
unselfish concern for the
welfare of another, even
with a risk or sacrifice
against one’s selfinterest. It involves
deriving personal pleasure
from helping and seeking
what’s best for others,
often with an attitude of
humility, modesty, and
selflessness.

DeYoung,
2000; Kaplan,
2000; Monroe,
1994;
Patterson,
2003.

A bridge from the present
to the future created by a
collaborative mindset,
adding meaning to the
organization, sustaining
higher levels of
motivation, and
withstanding challenge.

Kouzes &
Posner, 2006,
2007;
Landsberg,
2003; MendezMorse, 1993;
Nanus, 1992.

Trust is the level of
Fairholm, 1997;
confidence that one
Story, 2002.
individual has in another’s
competence and his or her
willingness to act in a fair,
ethical, and predictable
manner. Trust is essential
to organizational culture;
the leader and followers
value integrity and care
for others.
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What is the
impact of the
empowerment
leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
service
leadership
constructs for
establishing a
culture of high
performance?

examples of how
trust has supported
a culture of high
performance?
Q1: How do you
perceive
empowerment in
your organization?

Empowerment is
entrusting power to
others. Virtually giving
away power to followers
and allowing them to
Q2: Empowerment know and feel significant
often encourages
and important in their role
risk-taking and self- and contribution. It
accountability.
requires active listening,
Please describe
valuing love and equity,
the opportunities
and an emphasis on
you see staff having teamwork. Empowerment
within your
encourages risk-taking
organization to
and self -accountability to
utilize
accomplish tasks and
empowerment?
work toward goals.
Q1: Please share
Service is the moral
some examples
equivalent of giving of
when you have
oneself to serve others. It
witnessed service
implies that leaders are
within your
focused on placing
organization, and
interest on others rather
how did that service than on one’s own
impact the culture of interest. It can be
high performance?
demonstrated through the
gift of time, energy,
Q2: Describe a
compassion, care, or
belongings. Service
service that is
provided in your
places others first.
organization, and
what do you believe
is the impact of this
service on the
overall performance
within the
organization?

Blanchard,
2000; Melrose,
1995;
Patterson,
2003; Russell
& Stone, 2002.

Patterson,
2003; Russell
& Stone, 2002.

The procedure developed required each question be read precisely as written by
the researcher before each interview and included an introduction to the interview, a brief
overview of the study, an informed consent section (Appendix D) required for
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dissertation research, and finally an opportunity for the interviewee to pose any question
before beginning the interview. This procedure was utilized by all eight peer researchers
during field testing and was evaluated after field testing to decide if any modifications
were needed before actual data collection. All eight peer researchers followed the agreed
upon interview procedures to maintain uniformity within the thematic group and to
maintain the reliability of the process and data gathered.
Chenail (2011) affirmed the content and general organizing of interview questions
differed and depended upon elements such as study purpose, theoretical framework, and
participants selected. Qualitative interview questions could concentrate on
phenomenological aspects such as perceptions and experiences, in addition to
demographics, knowledge, feelings, opinions, and behaviors (Chenail, 2011). The
qualitative interviews performed in this study were semi-structured and in-depth.
McMillan and Schumacher (2010) claimed this was the most widely used form of
interviews in qualitative research studies and allowed the interviewer to discover social
and personal matters profoundly.
Interview Questions
Patterson’s (2003) constructs of servant leadership served as the conceptual
foundation for this research study. Based upon her work, a set of semi-structured openended questions was developed collaboratively by the peer researchers under the
guidance of faculty. Each of the seven constructs of servant leadership was assigned to a
team of researchers responsible for developing fourteen questions pertaining to
Patterson’s (2003) constructs, and these became the basis for the interview protocol
(Appendix E). Teams were guided and assisted by the two faculty members who
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evaluated the quality of the proposed questions. These questions were then evaluated and
assessed by the eight peer researchers and faculty during virtual collaborative sessions. In
preparation for field testing, the thematic team used collaborative sessions to revise and
finalize the interview questions. Additionally, during these sessions, the peer researchers
discussed the subsequent probing questions for researchers to use as they conducted the
interviews.
Field Test
Each peer researcher conducted a field test interview with a subject not identified
as a study participant who paralleled the sample leader criteria. The study participant
provided feedback using a formalized set of questions (Appendix F) to determine if they
would elicit conversation and evaluated their use of language and appropriateness in
answering the research questions (Patton, 2002). An expert qualitative researcher, based
on their recent completion of a doctoral program and dissertation, oversaw the interview.
In addition to giving feedback on the interview skills of the researcher, such as building
rapport, encouraging interviewees to share their stories, and use of follow up questions to
elicit greater depth in experience descriptions, the expert delivered additional feedback to
the researcher regarding the length of the interview, clarity of questions, and format of
the interview. This measure was a special enhancement to the interview procedure, yet it
was essential to guarantee the quality of the interview (Patten, 2012).
This field test guaranteed the instrument created by the peer researchers was both
reliable and valid (McMillan & Schumacher, 2010). All thematic group members
utilized the protocol and interview questions to direct the field test interview. This is a
significant phase in the research development process as changes can be made to the
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instrument correlated to the feedback given by field test participants and expert observers
(McMillan & Schumacher, 2010). Information obtained from the participants included
feedback concerning interview delivery and approach in addition to adherence to the
interview protocol.
The group of peer researchers and faculty advisors reviewed the results of the
eight field test interviews by evaluating the feedback gathered. The faculty advisors
made proposals for changes to the interview questions and probing questions based on
the feedback to give a more in-depth arrangement of potential data to be collected by
each peer researcher. The group made minor changes to the interview protocol, interview
questions, and probing questions based on feedback from the faculty advisors, and
formulated and shared the final instruments.
Validity
Defined by numerous authors, the validity of an instrument is the extent to which
the instrument measures what it is designed to measure (Creswell, 2008; McMillan &
Schumacher, 2010; Roberts, 2010). As indicated by Creswell (2008), the objective of a
valid instrument is also to allow the researcher to determine conclusions from the
population sample studied that bode well and are significant. McMillan and Schumacher
(2010) showed that building the validity of an instrument requires using numerous
methods. In this manner, the researcher used multi-method strategies, multiple
researchers, and participant reviews to expand the validity of the data collected.
Each of the eight peer researchers performed respective reviews of literature,
however, collectively, the team created the instrumentation, field-tested the instrument,
revised the instrument, and implemented the instrumentation to be used throughout the
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collection of data. The faculty chair and faculty advisor directed the thematic team
during the stages mentioned above, as well as provided expert interview protocol,
variable definitions, validation to the instrumentation, and criteria required to obtain high
performing leadership status (Creswell, 2008). The primary method used in this
phenomenological qualitative study was the semi-structured, in-depth interview, and the
researchers triangulated this data with observations, documentation, and artifacts.
This study allowed for a variety of perceptions by participants about the topic of
servant leadership (McMillan & Schumacher, 2010). Lastly, the interviews were
recorded and confidentially transcribed, with each participant receiving a copy for their
review (Roberts, 2010). This process allowed for study participants to guarantee the
content was accurate and provided an opportunity to send the researcher clarifications or
corrections. All the interview transcripts were analyzed and coded using a qualitative
data analysis software program called NVivo program.
Reliability
Reliability is “the degree to which your instrument consistently measures
something from one time to another” (Roberts, 2010, p. 151). The instruments require
several methods to ensure their reliability and test that the instrument can create similar
results when used by different researchers or when used repeatedly. To safeguard
reliability, this study employed intercoder reliability to “check the consistency between
raters,” which is necessary with open-ended questions (Roberts, 2010, p. 152).
Internal Reliability
The instrumentation of the study, along with the variables, definitions of
variables, and subsequent questions to the main research questions, was collectively
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developed by the eight peer researchers. The expert faculty chair and the advisor also
guided the research team in the development of these key areas of study, thus providing
an environment of meaningful exchange. This method “reduces the possibility that the
results of qualitative research represent only the idiosyncratic views of one individual
researcher” (Patten, 2012, p. 157).
Intercoder Reliability
Intercoder reliability was an extra technique used to diminish the predisposition of
the individual researcher when coding the data gathered through the semi-structured
interviews. According to Kimberlin and Winterstein (2008), intercoder reliability
“establishes the equivalence of ratings obtained with an instrument when used by
different observers” (p. 2277). The eight-member thematic peer researcher team
discussed the lived experiences and shared insights collected during the
interviews. Furthermore, each researcher requested another peer researcher to analyze
and code ten percent of the data gathered to boost research reliability (Patton, 2002).
Data Collection
The researcher collected data for this phenomenological study from eight middle
school principals who led schools with a culture of high performance through virtual
interviews, observations, and artifacts. Audio recordings from each interview were
maintained and stored on the researcher’s password-protected personal computer to
ensure confidentiality. The researcher also stored all notes taken during the interviews in
the researcher’s locked home office. Further, the researcher did not collect data from
research participants before receiving approval from the Brandman University
Institutional Review Board (BUIRB).

70

Interview Process
All eight middle school principals who agreed to participate in the study received
the following documents before the scheduled interview: the 14 semi-structured openended interview questions categorized by research variable (Appendix E), the BUIRB
Research Participant’s Bill of Rights (Appendix G), and the informed consent and audio
recording release form (Appendix D). The BUIRB Research Participant’s Bill of Rights
and informed consent were used to ensure the privacy and confidentiality of all
participants. A week before the interview, an email with the informed consent and Bill of
Rights, along with questions, was sent to let the interviewee know that the informed
consent would be discussed before starting the interview on the appointed date and time.
Ahead of beginning the interviews, the informed consent was reviewed and agreed upon
to complete the interview.
This ‘approval’ is on the recording and is evidence of the interviewee’s
approval. The researcher reviewed the statements of purpose as well as the focus at the
beginning of each interview following the interview protocol. The researcher then asked
each of the 14 semi-structured open-ended questions with additional probes used when
the researcher needed more clarification or information to augment the participants’
initial responses to each question (McMillan & Schumacher, 2010; Patton, 2002).
A minimum of two recording devices was used during all interview sessions,
receiving the interviewee’s permission to use all devices. The first device was the
recording of the Zoom meeting, in addition to a digital voice recorder. The researcher
utilized the two recording devices to ensure the interview had a back-up recording should
it be needed. Notes were handwritten during the interviews to document facial
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expressions and other non-verbal behaviors observed from study participants when
responding to questions. After each interview, audio recordings from both devices were
downloaded and saved onto the researcher’s personal computer. A confidential
transcriptionist converted the audio files to word processing documents. Using the
qualitative data analysis software program NVivo, the researcher coded all eight
transcripts for themes and analysis.
Observations
The researcher collected observational data during the interview by noting the
participants’ facial expressions and gestures as they conveyed their verbal responses
added to the potential data that were collected by the researcher. According to Patton
(2002), observational data “describes in-depth and detail the setting that was observed,
the activities that took place in the setting, the people who participated in those activities,
and the meanings of what was observed from the perspectives of those observed” (p.
332). The data were recorded and collected as field notes, which were “text recorded by
the researcher during an observation in a qualitative study” (Creswell, 2008, p. 224).
To ensure ethical data collection, the researcher received permission from the
study participant prior to the documentation of observations (Creswell, 2008). This
permission allowed the researcher to attempt to collect observational data in nonconfidential settings such as during presentations at meetings and when noting
interactions with peers, colleagues, and employees. These additional observations helped
to assist with the triangulation of data when available from study participants.
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Artifacts
Artifacts were collected and compiled from the study participants through
searching the schools’ websites and social media accounts. These artifacts signified
“tangible manifestations that describe people’s experiences, knowledge, actions, and
values” (McMillan & Schumacher, 2010, p. 361). The collection of these artifacts helped
with the triangulation of data to increase the validity of the study, much like the
observational data collected through field notes (Patton, 2002). Also, personal artifacts
given by the study participants included communications between the middle school
principal and stakeholders, vision statements, agendas, presentations, newsletters,
calendars, pictures, and videos.
Data Analysis
An assortment of potential outcomes exists to analyze the qualitative data
obtained. Identifying general themes proved to be a challenge due to the large amounts
of data collected during the study (Patton, 2002). A thorough examination of the data
was needed to synthesize the eight hours of interviews that addressed responses to 14
open-ended questions, followed by any probing questions that may have been necessary
to clarify or elaborate on the preliminary answers. Similar to the interview transcripts,
the researcher coded the observation notes and artifacts. The researcher sorted the data
results to determine significance and formulate conclusions. The statistical data analysis
included:
1. Transcription of audio recordings of interviews.
2. Transcriptions reviewed by study participants to ensure accuracy.
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3. Preliminary review of all data, including transcriptions, observations, and artifacts
for possible themes.
4. Data uploaded into NVivo software.
5. Coding of data using NVivo software.
6. Codes categorized into themes.
7. Analysis of themes and development of frequency tables to identify those that
described the impact of Patterson’s (2003) seven servant leadership constructs on
establishing a culture of high performance as perceived by middle school
principals.
Coding the Data
Qualitative research relied upon instituting an order or coding procedure to
streamline raw data into words, phrases, and ideas (Patton, 2002). To enhance the
credibility of the data collected, a peer researcher collaborated on coding a portion of the
data to assure the calibration of emerging themes (Lombard, Snyder-Dutch, & Bracken,
2004; Seidham, 2013). The qualitative researcher depicted associations from the raw
data to the research questions. The researcher uploaded all data collected (transcriptions,
observation field notes, and artifacts) into the qualitative research software, NVivo, to
implement the coding process for this study.
Employing shadowing as a data collection strategy suggested by McMillan and
Schumacher (2010), the researcher initially conducted a thorough review of all
information to get an underlying feeling of the entirety of the information
gathered. Introductory codes were devised and compared against one another, and
comparable or duplicated codes were deleted through merging (Patton,
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2002). Significant codes were identified throughout the procedure as iterative coding
additionally refined the coding framework. These significant codes were then sorted into
themes. Lastly, the themes were analyzed to portray the perceived impact of the servant
leadership constructs established by Patterson (2003) on establishing a culture of high
performance.
Limitations
Research study limitations are features of a study that could negatively impact the
findings and the ability of the researcher to make generalizations from the data (Patton,
2002; Roberts, 2010). As the purpose of a phenomenological study is to describe the
lived experiences of the sample population, generalizations are limited to the experiences
of people at a particular time and place (McMillan & Schumacher, 2010; Patten, 2012;
Patton, 2002; Roberts, 2010). Therefore, this study of middle school principals'
perceived impact was limited due to its sample size, time, geographic location of study
participants, and the researcher as an instrument of study.
Sample Size
As phenomenological studies may have sample sizes of six to 25 study
participants, a sample size of eight exemplary leaders was mutually agreed upon by the
thematic group, including peer researchers and faculty advisors (McMillan &
Schumacher, 2010; Patton, 2002). The thematic team determined this was an appropriate
sample size to gather in-depth, information-rich data from leaders at school-sites who are
recognized as having a culture of high performance. In qualitative research, increasing
sample size creates a disadvantage to the ability to collect comprehensive information
(Creswell, 2008).
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Time
Time was an additional limitation of this study as middle school principals were
extraordinarily occupied; therefore, scheduling multiple, extensive interviews with each
participant was not possible. Each interview was limited to 60 minutes total for
discussion on the 14 interview questions. To manage this limitation, the researcher
allowed each study participant an opportunity to review the transcript of the interview to
provide clarification on original answers as desired by participants. The actual number of
calendar days available to conduct the study was also a possible limitation as interviews
and research were part of a dissertation that occurred within university timelines.
Geography
Data collection for this study was limited by the proximity of the researcher to the
study participants. The researcher lives in Southern California and works in Orange
County. Southern California is a densely populated area, and to increase the opportunity
for interactions, the researcher limited the target sample to high performing middle
school principals in Orange County, California.
Researcher as Instrument
The researcher, as an instrument of study, was a limitation of this qualitative
study. The researcher was responsible for determining the potential high performing
participants, setting up interviews, conducting interviews, and coding and interpreting all
data. According to McMillan and Schumacher (2010), this can potentially cause a threat
to internal reliability. As the researcher was employed as a high school teacher in a
school district in Orange County, there was potential for personal bias and the impact the
researcher had on the interview process, observations, coding, and analysis of data. Steps
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to mitigate any potential personal bias included using a set of questions developed and
dissected by the team of peer researchers and faculty members, including an expert
process observer to examine the interview during the field test conducted by the
researcher and using an outside researcher to code 10% of data collected.
Summary
Chapter III provided information on the methodology used to conduct this
phenomenological qualitative study. The chapter included the purpose and research
questions, the research design, study population, sample criteria, instrumentation, data
collection and analysis, and limitations. Chapter IV provides detailed descriptions of the
data collected and the research findings. Chapter V concludes the study with a summary
of findings, conclusions, and recommendations for further research.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
The purpose of this phenomenological qualitative study was to describe the lived
experiences of middle school principals’ use of the seven servant leadership constructs
for establishing a culture of high performance. The framework of the servant leadership
constructs was developed by Patterson (2003) in her dissertation thesis, Servant
Leadership: A Theoretical Model. Specifically, the constructs are identified as Agapao
Love, Humility, Altruism, Vision, Trust, Empowerment, and Service. The qualitative
phenomenological research design was selected by a group of eight peer researchers and
two advising faculty members.
The two faculty members provided guidance and insight as the eight peer
researchers collaboratively developed operational definitions for each construct of
servant leadership, the criteria associated with the term high performing, the sample size,
and the semi-structured interview questions. Chapter IV begins with a reiteration of the
purpose statement, research questions, population, methodology, areas of data collection,
and study sample. Following these components, an analysis of the data and a detailed
report of the key findings of the research study are presented.
Purpose Statement
The purpose of this phenomenological study was to explore and describe middle
school principals’ perceived impact of the seven servant leadership constructs developed
by Patterson (2003) for establishing a culture of high performance.
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Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs for
establishing a culture of high performance as perceived by middle school principals?
Sub Questions
1. What is the impact of the agapao leadership construct for establishing a culture of
high performance?
2. What is the impact of the humility leadership construct for establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct for establishing a culture
of high performance?
4. What is the impact of the vision leadership construct for establishing a culture of
high performance?
5. What is the impact of the trust leadership construct for establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct for establishing a
culture of high performance?
7. What is the impact of the service leadership construct for establishing a culture of
high performance?
Research Methodology and Data Collection Procedure
The technique chosen for this study was qualitative phenomenology, which
distinguished the qualitative oral history of experiences by middle school principals’
perceived impact of servant leadership constructs developed by Patterson (2003) for
establishing a culture of high performance. This research technique was a shared
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decision by the thematic research team because phenomenological studies produced rich
descriptions of lived experiences that would add to the depth of the research. Virtual,
face-to-face, in-depth interviews were conducted with all eight middle school principals
to provide insight into their perceptions of how the seven servant leadership constructs
establish a culture of high performance at their school sites. These interviews served as
the primary data collection for the study. Additional sources of data, including
observations and artifacts, created richer and deeper meanings of the study participants’
leadership styles.
Data Collection and Participants
The data gathering process was designed in a way that all the elements were
included to develop quality data collection. As indicated by Patton (2002), the
phenomenological point of view addresses theory, and the central question concerns “the
meaning, structure, and essence of the lived experience of this phenomenon for this
person or group of people” (p. 104). The researcher for this study adhered to all
university guidelines to maintain participants’ confidentiality.
Data were not collected until after permission was granted by the Brandman
University Institutional Review Board (BUIRB; Appendix G) and after completion of the
Collaborative Institutional Training Initiative (CITI) web-based training course protecting
all participants’ privacy through the length of this study (Appendix H). An application
was approved by the BUIRB for Institutional Review Board (IRB) Approval of Research
Protocol. The IRB is responsible for approving research on human subjects and
“ensuring that appropriate ethical and legal guidance are followed” (McMillan &
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Schumacher, 2010, p. 125). The CITI web-training course, Human Subjects Research,
was completed by the researcher in May of 2019 (Appendix H).
The purpose of the study, participants, research methods, and data collection
procedures were outlined in the application. The application described any potential risks
to the study participants and how the risks would be addressed in the study (Creswell,
2005). Upon approval from the IRB, the researcher reached out to potential participants
to inquire about their interest and availability regarding participation in the study. The
researcher collected informed consent documentation and stored it in a locked file for the
duration of the study.
Interview Data Collection
The interview protocol (Appendix E) created collaboratively by the peer research
team with faculty input included 14 semi-structured open-ended questions with two
questions for each of the seven constructs of servant leadership. The researcher
conducted a field test to ensure the questions were valid. All eight interviews were
conducted virtually via Zoom or GoogleMeets. The interviews lasted between 45
minutes and 75 minutes and were recorded. All recordings were transcribed and sent to
each participant for review to ensure the accuracy of the transcription.
Observations and artifacts were additional data sources collected to provide
triangulation of data collected in the interviews. Observations were conducted of study
participants during the interviews, noting the participants’ facial expressions and gestures
as they conveyed their verbal responses. In addition, 52 artifacts were gathered directly
from participants and public electronic sources. Artifacts included meeting agendas,
newsletters, written communication to stakeholders, and memos. Electronic sources were
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collected through a search of online databases, online collaborative documents (Google
Docs), websites, and social media platforms. All these documents were uploaded into
NVivo and reviewed to identify connections and emergent themes. Observations and
artifacts allowed the researcher to validate the interview data further.
Population
The population for this study was the 1,296 public middle school principals in
California (Education, 2017). As this population was too large for a single study, the
population was narrowed to the active public middle school principals in Southern
California. According to the California Department of Education (CDE; 2017), Los
Angeles County had the most middle school principals with 325, followed by Orange
County (88), Riverside (76), San Bernardino (74), San Diego (99), and Ventura (28).
Thus, the population was approximately 690 middle school principals in Southern
California.
Study Sample
The thematic dissertation team collectively developed the sample criteria.
According to Creswell (2008), “The target population or ‘sampling frame’ is the actual
list of sampling units from which the sample is selected” (p. 393). Non-probability
sampling was utilized in this investigation. The sample participants were purposely
selected to permit the researcher to choose participants where the resultant information
would clearly “illuminate the inquiry question being investigated” (Patton, 2002, p. 264).
Due to the researchers’ time, geography, and resources, convenience sampling was also
utilized (Creswell, 2008). According to Creswell (2005), when using convenience
sampling, the researcher selects participants because they are willing and available to be
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studied. Further, purposeful sampling was utilized to identify participants to address the
research purpose and central question. The particular criteria prompted the researcher to
choose members dependent on this study’s operational definition of a culture of high
performance (Patton, 2002). Participants were also selected through purposeful and
network sampling. Purposeful sampling ensured participants who were selected would
yield rich descriptions to support the phenomenological study (Patton, 2002). Network
sampling, better known as snowball sampling by McMillan & Schumacher (2010), is a
technique where each respondent is suggested by the previous individual.
Participants selected from this target population as defined by the thematic group,
faculty advisor, and faculty chair for this study included middle school principals who
complied with a minimum of five of the six following criteria:
•

Principal was employed at a current middle school within Orange County with a
minimum of 30 staff members.

•

Principal leads a school with a culture of high performance, which is defined as a
school that has demonstrated a growth trend over the past two years, as indicated
by the California Dashboard within the state and local indicators of Academic
Performance in ELA and Math and Climate Survey. An increase in student
performance for the Academic Performance indicators in ELA & Math and
Climate Survey is evidence of a growth trend.

•

Principal had a minimum of two years of experience at their current site.

•

Principal had a minimum of five years of experience in the K-12 profession.

•

Principal has membership in professional associations in their field, such as the
Association of California Administrators (ACSA).
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•

Principal has articles, papers, or materials written, published, or presented at
conferences or association meetings.
In qualitative research studies, the sample size needed to align with the purpose of

the study (McMillan & Schumacher, 2010; Patton, 2002). For this phenomenological
study, the thematic dissertation team was led by the definitions of sample size by
Creswell (2008) and Morse (1994). Creswell (2008) indicated five to 25 participants
were needed, whereas Morse (1994) recommended at least six participants. Considering
this phenomenological study, a sample size of eight participants was determined to be
satisfactory. To identify the eight study participants, all superintendents in Orange
County districts with public middle schools were contacted to gather a prospective list of
principals who met the above criteria of an exemplary leader. This resulted in a list of
eight study participants.
Table 3
High Performing Criteria, Middle School Principals
Participant

1

2

3

4

5

6

7

8

Principal was employed at a current middle school within
Orange County with a minimum of 30 staff members.

       

Principal leads a school with a culture of high student
performance.

       

Principal had a minimum of two years of experience at
their current site.

     



Principal had a minimum of five years of experience in the
       
K-12 profession.
Principal has membership in professional associations in
their field.



Principal has articles, papers, or materials written,
published, or presented at conferences or association
meetings.
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Study Participants
Eight middle school principals in Orange County were selected to participate in
the study. For confidentiality purposes, demographic data were reported without
reference to any individual or district. Thus, the research participants were each assigned
a number and identifying demographic data, such as the participant’s gender, age, and the
number of years as a principal. Of the eight participants, five were female and three were
male. Table 3 identifies participants and their qualifications according to the six criteria
of a high performing leader developed by the thematic team. All eight participants met or
exceeded the requirements. Participants’ demographic data are described in Table 4.
Table 4
Demographic Information of Participants
Age in years
Participants
Gender
No.
Age
8
3 Male
2
31-39
5 Female
4
41-49
2
50-60

Years at current site
No.
Years
2
1-5
4
5-9
2
10-14

Presentation and Data Analysis
Chapter IV findings stemmed from the content drawn from the interviews,
observations, and artifacts from middle school principals serving districts within Orange
County. These findings explored and described middle school principals’ perceived
impact of servant leadership constructs (agapao love, altruism, empowerment, humility,
service, trust, and vision) as written by Patterson (2003) on establishing a culture of high
performance.
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Data Analysis
In addition to semi-structured interviews, the data collected included notes from
observations and artifacts. Transcripts from interviews, notes from observations, and the
collected artifacts were closely evaluated, and themes that emerged related to each
construct of servant leadership were extracted. The eight recorded interviews were
transcribed through a digital transcription service, reviewed for accuracy, and then
uploaded into NVivo, a qualitative software coding application. The use of NVivo
provided a platform for qualitative data analysis, which enabled the researcher to
recognize emergent themes across large amounts of detailed data (McMillan &
Schumacher, 2010). When the coding process was completed, the number of times the
theme was referenced across data sources was assessed. Additionally, each emergent
theme was evaluated in terms of its percentage representation of the data coded for each
construct of servant leadership.
Validity
The research design incorporated multiple elements geared toward enhancing
validity, including the utilization of multiple researchers, ongoing collaboration with
members of faculty, participant language, and verbatim accounts, as well as participant
review. This qualitative phenomenological research study was conducted by a team of
eight peer researchers who were guided by two expert members of faculty. This group
engaged collaboratively on the primary components of research design, including the
development of the questions and protocol for semi-structured interviews. Likewise,
with the guidance of expert members of faculty, the eight-member research team
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determined common verbiage, the definitions of constructs, and the criteria for
identifying high performance.
Reliability
According to Patton (2002), multiple sources of data provide data triangulation as
the consistency of information, and subsequent themes, are compared and cross-checked
at different times or settings. Every member of the thematic research team conducted
eight semi-structured interviews, and as a result, data were collected from 64 leaders who
have established a culture of high performance at their school sites. To reduce the impact
of researcher bias on the process of data collection and analysis, an interview protocol
was developed with the support of expert faculty. Through this structure, all participants
were asked a universal set of core questions that were presented in the same order.
Although the eight semi-structured interviews were the primary source of data
collected in this study, data were also gathered from observations and artifacts to increase
the reliability of the study. A thematic team peer researcher independently coded 10% of
the data generated. This independent evaluation of the data using the same metrics as the
researcher provides for similar conclusions to be reached, thus establishing inter-coder
reliability. The secondary coding of the data result was an approximate agreement of 83%
and this represented an appropriate level of calibration.
Data by Research Questions
What is the impact of Patterson’s (2003) seven servant leadership constructs
(agapao love, altruism, empowerment, humility, service, trust, and vision) for
establishing a culture of high performance as perceived by middle school principals?
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Sub Questions
1. What is the impact of the agapao love leadership construct for establishing a
culture of high performance?
2. What is the impact of the humility leadership construct for establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct for establishing a culture
of high performance?
4. What is the impact of the vision leadership construct for establishing a culture of
high performance?
5. What is the impact of the trust leadership construct for establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct for establishing a
culture of high performance?
7. What is the impact of the service leadership construct for establishing a culture of
high performance?
The central research question asked for middle school principals to perceive the
ways Patterson’s (2003) constructs of leadership establish a culture of high performance
at their school sites. The seven constructs of servant leadership proposed by Patterson
(2003) are agapao love, humility, altruism, vision, trust, empowerment, and service. All
public-school middle school principals were asked the same interview questions. Upon
the conclusion of the coding process, the researcher then developed a frequency analysis
in relation to the seven constructs of servant leadership in NVivo. While agapao love and
service variables each had four themes, altruism and trust each had three themes, and
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humility, vision, and empowerment had a total of two themes. In order for a theme to be
included in the study, the theme needed a minimum frequency count of four to be coded.
The extensive coding process resulted in 20 themes, with 186 frequencies across
the data sources. The calculation of frequencies involved data from interview
transcriptions, observation data, and artifacts. The themes and frequencies were
unequally distributed among the seven study variables, of the seven constructs of servant
leadership to establish a culture of high performance. Figure 4 shows the distribution of
the themes among the eight study variables and Figure 5 illustrates the frequency count
and percentage for each variable.
5

Themes and Frequencies
4

4

4

3

3

2

2

3

2

2

1

0

Agapao Love

Humility

Altruism

Vision

Trust

Empowerment

Figure 4. Number of themes in each construct of servant leadership.
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Service

Service
41
22%

Agapao Love
32
17%

Agapao Love
Humility
Altruism
Vision

Empowerment
23
12%

Trust
24
13%

Humility
14
8%

Altruism
30
16%

Trust
Empowerment
Service

Vision
22
12%

Figure 5. Number of frequencies in each construct of servant leadership.
Agapao Love and Service each had four themes. Altruism and Trust shared a
total of three themes. Humility, Vision, and Empowerment had a total of two themes in
each of their constructs.
Service emerged with the highest number of frequencies with 41 (22%). Agapao
Love emerged with the second-highest number of frequencies at 32 (17%). Altruism
followed with 30 frequency counts (16%), and Trust with 24 (13%) after that.
Empowerment and Vision were close in frequency counts with 23 and 22, while sharing
the same percentage (12%). The final construct represented Humility with a frequency of
14 (eight percent).
This section provides a detailed analysis of the qualitative interview data arranged
according to the Central Research question, which focused on middle school principal’s
90

perception of the seven constructs of servant leadership proposed by Patterson (2003) to
establish a culture of high performance. It must be noted that during the spring of 2020,
many of the participants’ comments reflected the impact they experienced during the
COVID-19 pandemic.
Agapao Love
Agapao love referred to recognizing the servant first and then considering how the
servant’s abilities and talents can benefit and impact the organization in which they work
(Patterson, 2003). Agapao love as exhibited by a servant leader is doing the right thing
for the right reasons. Middle school principals who lead with agapao love show a greater
understanding, gratitude, kindness, forgiveness, and compassion toward their teachers,
staff, students, and stakeholders (Gunn, 2002; Patterson, 2003). Findings from the
middle school principal interviews concluded that leaders who demonstrated care,
respect, and empathy for others generated a productive environment based on
collaborative teamwork that establishes a culture of high performance.
Table 5 and Figure 6 represent the themes and frequencies that emerged from an
NVivo analysis of the interview and data transcripts. The common themes of how
middle school principals demonstrated the construct of agapao love, the percentage of
participants who contributed to each theme, and the frequency count of responses
received are represented in Table 5. This table assisted in identifying emerging themes
on how middle school principals demonstrated the construct of agapao love to create a
culture of high performance that is a cyclical behavior pattern of the leader and
organization, mutually benefiting all through respect, commitment, and service to one
another.
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Table 5
Agapao Love Themes
%
Number of based Interview Observation Artifact
Theme/pattern respondents on N sources
sources
Sources
Supportive
6
75
12
0
0
environment

Frequency
of
reference
12

Creating
connections

5

62.5

7

0

0

7

Understanding
of others

4

50

7

0

0

7

0

1

6

Respect and
engagement
5
62.5
5
with all
stakeholders
Note. The N for interview participants = 8.

Figure 6. Themes and frequencies for agapao love.
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Four themes appeared from the data coding process for agapao love. These
themes were referenced 32 times by middle school principals and accounted for 17% of
the coded data. All of the coded themes had more than 50% of the respondents with a
frequency rate of 50% or higher based on the number of respondents. The main findings
concluded that the construct of agapao love established a culture of high performance in
which there is a mutual benefit of both the leader and the organization.
Supportive environment. The top theme that occurred through the construct of
agapao love used by middle school principals is the supportive environment that is
provided for teachers, staff, and students on campus. Both Cloninger (2008) and
Lumpkin (2007) place the establishment of a sincere relationship between a principal and
their stakeholders at the center of educational leadership. Lumpkin (2007) asserted,
“When administrators genuinely care, teachers and staff sense it and respond by
optimizing their commitment to pedagogy, which in turn, increases students’ learning and
putting forth greater efforts to reach their potential” (p. 160).
Six of the eight (75%) middle school principals referenced this theme 12 times as
being essential to demonstrate agapao love. One of the most effective ways to establish a
common ground is to foster empathic connections. According to Jeffers (2012),
“Empathy prompts us to imagine, to project, and thus to feel with others” (p. 33). This
interaction narrowed the separation between principals and the staff, creating a supportive
environment for all on campus. As one principal shared,
I think that a leader and an organization being led should aspire to the concept
that agapao love moves both the care of the organization’s followers as well as the
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organization in the same direction. The interest of the followers of an
organization should be that of the leader.
Another participant shared that agapao love leads to a supportive environment for
their staff and students by “demonstrating care, respect, and empathy for others, which in
turn generates a productive environment based on collaborative teamwork in working
toward common goals.” He stated that supporting teachers, “is necessary, in order for the
teachers to develop a classroom environment with a strong sense of community and
trust.”
When an administrator leads from a platform of love, the teachers are most
certainly aware and, in turn, are more likely to be successful in their classrooms (Phillips
2003; Lumpkin 2007; Weissbourd 2003). Lumpkin (2007) also supported this claim and
has cited several examples in which a caring principal’s commitment to developing a
significant connection with their staff gave rise to higher levels of academic performance.
Creating connections. This theme surfaced seven times across five interviews
(62.5%). The middle school principals mentioned that servant leaders have an
unwavering belief in creating connections on their campuses. One participant expressed,
Maintain focus on what's best for ALL staff; remember that your staff can't take
care of students if they are not taken care of as well. As a leader you are
responsible--take the blame and give away the credit. By building relationships
with my teachers, I get to know them on a personal basis. I find that this allows
me to work cohesively with my staff, allowing us to all pull in the same direction.
Another participant shared the importance of the belief in creating connections,
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I am always looking for ways to accommodate the personal needs of the staff. I
support my staff by helping supervise their classes when needed and remaining
visible and approachable through the school day by being a presence on campus.
Research suggests that principals who have a belief in creating connections on
campus increase outputs among all levels of development within the school system, and
enable staff members to work harder than they would as individuals (Ramsey, 1999).
Positive relationships between teachers and principals do not happen naturally. Creating
connections through open communication is a key factor in any relationship; thus,
principals and teachers must stay in constant communication that is professionally
supportive, sincere, and consciously developed (Rieg, 2007).
Understanding of others. This theme was referenced seven times by four of the
eight (50%) middle school principals. Principals showed the use of agapao love was used
to establish a culture of high performance through an understanding of others. As one
principal stated,
I take the time to understand the needs of my teachers by being professionally
supportive and sincere. I use professional development to help facilitate teachers’
growth as well as creating a variety of learning teams throughout campus to help
assist teachers’ pedagogy. Ultimately, I want my staff to know that I listen to
them and do that by showing that I care.
Middle school principals who create a culture of high performance recognize that
teachers, like students, must also feel the personal connection to the school system. As
one principal mentioned, “they must believe that they are working for an organization
that cares about them as a person first; then an employee.” Another principal shared that
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she wants the “culture of the school to be obvious immediately to everyone who walks
through the doors. Celebrating staff and student success with trophy cases for awards for
all facets of school life, not just athletics, is a priority.”
The best administrators spend an intense amount of time developing, improving,
and investing in relationships. The most effective principals build environments of trust,
respect, professionalism, compassion, collaboration, advising, and nurturing (Connors,
2000). If principals spend more time understanding the students, teachers, parents, and
community members, test scores will rise, and discipline referrals will diminish (Reig,
2008).
Respect and engagement with all stakeholders. This theme emerged six times
within the coded content for agapao Love by five of the middle school principals
(62.5%). The principals mentioned that maintaining respect and engagement with all
stakeholders was a direct relationship with their use of the construct of agapao love. Data
collected from school-site materials identified distance learning resources for parents to
help minimize disruptions to students’ learning as support is continued for safe and
healthy practices. Information was also provided to parents on navigating remote
learning during a school suspension of classroom instruction, from providing parent selfcare resources, nutrition, and essential needs as well as academic resources. As one
respondent elaborated,
Knowing the values of your community and the expectations of the community
are vital. Now with Covid-19, my job entails much more than just what takes
place on campus. I must maintain an assessment of the community’s child care
needs by reviewing the school’s transportation plan to assure that child-care
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programs are accessible to those who need them, as well as arranging for the use
of school facilities if needed.
Constantino (2007) noted that the most important element in cultivating family
engagement to enhance student learning is the importance of promoting the engagement
not just with some families, but with all families, especially those who are
disenfranchised from the school and with their children’s learning. An example of this
was indicated by a participant who stated,
I recognized the need to create welcoming signs in multiple languages, as well as
being in front of the school at the start of the day to greet parents while dropping
off their kids. I made meetings during times that allowed more parent
involvement and designated open-agenda meetings for my families who are not
English speaking.
“Nothing motivates a child more than when learning is valued by school, family, and
community working in partnership” (Fullan, 1997, p. 22). Connecting to the community
through collaboration with agencies and other community stakeholders, while respecting
the values of the community is a common thread among the principals interviewed. In
addition, keeping the community updated on school successes and events, conducting
regular assessments, and utilizing the valuable resources offered by businesses,
organizations, and senior citizens within the community are vital components that go into
building a culture of high performance on the campuses of middle school principals.
In conclusion, the servant leadership construct of agapao love yielded four themes
with a total of 32 frequencies, equaling 17% of the coded data. All of the themes for
agapao love had 50% or more respondents in agreement.
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Humility
Humility was defined by the importance of having modesty, not to be mistaken
for meekness or the absence of strength. It is a virtue characterized by one’s talents and
abilities and an outward rejection of self-interest while placing true value on the
recognition and success of others (Kim, Atkinson, & Yang, 1999). Findings from the
middle school principal interviews concluded that the construct of humility served as a
foundation for encouragement and collaboration that contributed to establishing the
schools’ culture of high performance.
Table 6 and Figure 7 represent the themes and frequencies that emerged from an
analysis of the interview transcripts, conducted through NVivo. Table 6 specifically
depicts the common themes of how middle school principals demonstrated the construct
of humility, the percentage of participants who contributed to each theme, and the
frequency count of responses. Further, Table 6 assisted in identifying emerging themes
on how middle school principals demonstrated humility in establishing a culture of high
performance that illuminated the uniqueness of the construct.
Table 6
Humility Themes

Theme/pattern
Prioritizing
campus needs

Number of
respondents

%
based
on N

Interview
sources

Observation
sources

Artifact
Sources

Frequency
of
reference

7

90

10

0

0

10

4

0

0

4

Recognizing
4
50
mistakes
Note. The N for interview participants = 8.
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Figure 7. Themes and frequencies for humility.
Two themes appeared from the data coding process for the construct of humility.
These themes were referenced 14 times by the middle school principals and accounted
for eight percent of the coded data. Both themes had a frequency rate of 50% or higher,
based on the number of respondents. One theme had a frequency rate of 90%. The main
findings concluded that the construct of humility established a culture of high
performance, which impacted leadership effectiveness and contributed to the quality and
commitment of teachers, staff, and students on campus.
Prioritizing campus needs. One of the themes representing the construct of
humility that occurred as a behavior by middle school principals is prioritizing campus
needs as suggested by teachers, staff, and students. Seven of the eight (90%) middle
school principals referenced this theme 10 times as being an important element in
establishing a culture of high performance. Humility tames our judgmental nature and
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motivates us to support and encourage others (Duncan, 2019). According to Patterson
(2003), humility is the ability to accurately perceive the needs of others. Middle school
principals agreed that prioritizing the campus needs from all teachers, staff, and students
contributed to creating a culture that fosters high performance. One participant stated,
I have put my staff's needs before mine by making sure they have felt comfortable
through communication and through being available for them at any time they
individually needed to talk, even outside of school hours.
Another participant described how she puts the needs of her staff as a priority. She
stated, “There is never a time when my needs supersede the needs of my staff. Making
their needs the priority results in students being served.” An additional example of this
construct came from a principal who mentioned, “The staff is in the trenches and does the
work that makes students’ futures better. This is their school, not mine.”
Having a deep regard for others is a valuable asset to being humble and showing
humility. As one principal pointed out,
I do my best to recognize that everyone has an equal right to be heard. This is
especially important in staff meetings. I do what I can to ensure that everyone has
the opportunity to put their point across. I want my staff to see that I am open to
listening to them and being grateful that they openly share their feedback with me.
I welcome their opinions, even when they don’t align with my own.
Recognizing mistakes. This theme was referenced four times by four of the eight
(50%) middle school principals. Leaders who establish a culture of high performance are
aware that recognizing mistakes impacts their ability to show humility to their staff and
students. As John McCloy once famously stated, “Humility leads to strength and not to
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weakness. It is the highest form of self-respect to admit mistakes and to make amends for
them” (Gates-White & Brown, 2016). Regardless of whether we commit an error, submit
a mistake, or even come up short at something, we must recognize that we have an
opportunity to learn from the situation (Freschi, 2017). One participant shared, “When
you are wrong, say you are wrong.” Another participant shared how they admitted when
they are incorrect and do not have all the answers,
When I make a mistake, I call myself out in front of the staff. I tell them
frequently that I don't have all the answers and ask for their feedback and insights
to understand all viewpoints before deciding to move us forward. I do this in
hope that my honesty increases legitimacy and that I am better able to build a
culture that actually increases solidarity, innovation, openness to change and
many other positive features.
In conclusion, the construct of humility yielded two themes with a total of 14 frequencies,
equaling eight percent of the coded data. These two themes had 50% or more of
respondents in agreement.
Altruism
The definition of altruism is demonstrating unselfish concern for the welfare of
another, even with a risk or sacrifice against one’s self-interest. It involves deriving
personal pleasure from helping and seeking what is best for others, often with an attitude
of humility, modesty, and selflessness (DeYoung, 2000; Kaplan, 2000; Monroe, 1994;
Patterson, 2003). The paradoxical challenge of servant leadership is in its foundation of
the leader altruistically serving followers instead of followers serving the leader. In this
construct of servant leadership, leaders help, support, and empower one’s followers to
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reach their full potential as individuals (Northouse, 2016). Findings from the middle
school principal interviews concluded that having an altruistic approach in leadership
without the want or need for personal recognition and promotion helped in establishing a
culture of high performance.
Table 7 and Figure 8 represent the themes and frequencies that emerged from an
NVivo analysis of the interview and data transcripts. The common themes of how
middle school principals demonstrate the construct of altruism, the percentage of
participants who contributed to each theme, and the frequency count of responses are
represented in Table 7. This table assisted in identifying emerging themes on how
middle school principals demonstrate the construct of altruism that fosters the
establishment of a culture of high performance.
Table 7
Altruism Themes

Theme/pattern
Growth and
development
Commitment
of support

Number of
respondents
8

5

%
based Interview Observation Artifact
on N
sources
sources
Sources
100
14
0
0

62.5

Impacts
6
75
student
achievement
Note. The N for interview participants = 8.

Frequency
of
reference
14

8

0

0

8

7

0

1

8
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Figure 8. Themes and frequencies for altruism.
Three themes emanated from the data coding process for altruism. These themes
were referenced 30 times by the middle school principals and accounted for 16% of the
coded data. One theme had a frequency rate of 62.5% based on the number of
respondents. The other two themes were 75% or higher. The primary finding concluded
that the construct of altruism established a culture of high performance.
Growth and development. One of the themes that surfaced from the middle
school principal interviews was focused on the growth and development of the teachers
and staff within the organization. Eight of the eight (100%) middle school principals
referenced this theme 14 times as being an essential component in establishing a culture
of high performance. According to Post (2007), altruism is a foundational quality to
educators as it is related to patience, forgiveness, compassion, tolerance, and cooperation.
Further, “When educators’ capacities are properly developed and developing, they can
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create conditions to help students’ development” (Clarken, 2011, p. 6). Growth and
development of teachers and staff were addressed by multiple participants, one of which
stated,
Altruism is the hallmark of a good educator and should be a foundational
principle for organizations. It creates a team that cultivates the strengths of others to
move the organization forward. When humility, modesty and selflessness is consistently
demonstrated, others will act and perform without fear.
Another participant described how she supported growth and development with
her staff in order to ensure a continual focus on high performance. She stated,
“Substituting the common practices of an educational environment for a personalized
approach will encourage individuality and asynchronous learning.” One of the principals
added that having an altruistic approach, “supports you during times when you have to
make decisions that are not favorable.”
A spirit of selfless concern for the well-being of teachers and staff can help
administrators reach greater possibilities (Clarken, 2011). By having more authentic and
altruistic relationships with their staff, principals have a greater chance of finding ways to
help develop a culture of high performance. If principals have not actualized their
capacities, they are not in a position to help their staff to do so. As one participant stated,
Members of the organization will take risks to move the organization forward
without fear of retribution. Collectively we become problem solvers and
innovators. It creates an environment where teachers know that the leader will
fight on their behalf. How much I value and exhibit these gives me very little
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staff push back when new initiatives/programs originate or I have to change
schedules, etc.
Commitment of support. Another theme that emerged as an altruistic construct
to establishing a culture of high performance was the commitment of support toward all
stakeholders. Five of the eight (62.5%) middle school principal participants referenced
this theme eight times as being an essential construct toward the establishment of a
culture of high performance. According to Lunenburg (2010), “A key task for principals
is to create a collective commitment of support among stakeholders concerning high
performance” (p. 2). Middle school principals agreed that establishing a commitment to
support is necessary to contribute to a culture of high performance. One participant
stated,
Altruism and its motives seem to permeate the teaching profession itself.
Teachers usually pride themselves on being concerned with their students'
interests, even to the detriment of their own interests at times. As the principal, I
believe I show my staff that I will fight on their behalf as their leader, which
creates this environment of support and my commitment to them.
Another participant acknowledged and recognized that “the majority of teaching and
support staff give so much of themselves daily through their time, money, and even
comfort, without receiving any personal gain.” She went on to say, “… administrators
can say and do what we need to, however, unless we translate that our efforts are
genuine, and truly for the support and commitment of the teachers and staff, we will not
be effective in our roles.”
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A leader who puts forth the effort to use altruistic behaviors benefits from the
main strengths of the servant leadership style (Northouse, 2016). Northouse (2016)
described an altruistic leader as “attentive to the concerns of their followers, emphasize
with them, and nurture them… putting followers first, empower them, and help them
develop their full personal capacities” (p. 225). As one participant explained, “I make it
clear to my staff that I am committed to their growth as teachers, in the interest of a longterm sustainable employee. My intentions and goals are aligned with treating my staff as
valued assets.” This construct of altruism leads to helping create a healthy organization
that is nurtured in individual growth, strengthening performance, and produces a positive
impact on the campus (Northouse, 2016).
Impacts student achievement. This theme was represented by middle school
principals as an altruistic construct to establishing a culture of high performance. Six of
the eight (75%) middle school principals referenced this theme eight times as being a
component of the altruism construct on establishing a culture of high performance.
According to Woods et al. (2016), leaders should establish “consistent expectations of
students, increased staff accountability, and support community involvement” (p. 8).
Middle school principals agreed that altruistic behaviors are a critical component that
affects student achievement and contributes to the overall culture of high performance.
One participant discussed her experience,
Altruism that is operationalized in an organization can promote self-efficacy in
students by allowing them to better understand themselves as learners. Substituting the
common practices of an educational environment for a personalized approach will
encourage individuality and asynchronous learning.
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Another participant described how she developed an approach to help influence student
achievement with her staff. She stated, “I set high expectations for all students to learn
by making sure my staff knows I believe they are capable of teaching all students to
succeed.” She went on to explain,
Children are often aware of where they stand in school and how their teachers and
other students perceive them. In my experience, students will rarely be successful
in school without hopeful attitudes. However, they need to be successful before
they can feel optimistic. Setting high expectations of my staff, to reach all their
students’ needs in a way that increases their learning capabilities, in turn, impacts
overall high performance.
Seashore Louis et al. (2010) stated, “Expectations and accountability represents a
key element of effective leadership enacted at all levels—the state, district, school and
classroom” (p. 30). Middle school principals who establish a culture of high performance
are found to impact student achievement based on their expectations and methods of
operation. As one participant shared, “I make sure to discuss student achievement at
every staff meeting, so the teachers are able to collaborate on what achievement and high
performance should look like on campus and within their classrooms.” Principals are
critical to ensuring an assessment and data-centered focus at their sites, and they exercise
a “measurable, though indirect effect on school effectiveness and student achievement”
(Hallinger & Heck, 1997, p. 186).
An examination of the artifacts collected from one of the school-sites identified the
expectations for teachers on student achievement through the professional development
of Teacher Expectations Student Achievement (TESA). The material stated the
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following: TESA is research-based staff development that focuses on maintaining high
expectations for all students by
•

Helping teachers track and understand their interactions with students in order to
help them increase the quality of those interactions.

•

Focusing on 15 interactions that improve three critical areas of teaching
behaviors: questioning, feedback, and student self-esteem.

In conclusion, the construct of altruism occurred three themes with a total of 30
frequencies, equaling 16% of the coded data. These three themes had a 62.5% or more of
respondents in agreement.
Vision
Vision, as it refers to servant leadership, is a bridge from the present to the future
created by a collaborative mindset, adding meaning to the organization, sustaining higher
levels of motivation, and withstanding challenge (Kouzes & Posner, 2006, 2007);
Landsberg, 2003; Mendez-Morse, 1993; Nanus, 1992). In this regard, the vision is the
destination, and an organization’s leadership is the driver on the road toward that
objective. Findings from the middle school principal interviews concluded that having a
vision established a culture of high achievement by providing a continuous cycle of
improvement that thrived in the daily life of the school.
Table 8 and Figure 9 represent the themes and frequencies that developed from an
NVivo analysis of the interview and transcripts. The common themes of how middle
school principals demonstrated the construct of vision, the percentage of participants who
contributed to each theme, and the frequency count of responses received are represented
in Table 8. This table assisted in identifying emerging themes on how middle school
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principals demonstrated the construct of vision in establishing a culture of high
performance as a planned and strategic effort.
Table 8
Vision Themes

Theme/pattern
Building
relationships

Number of
respondents
7

%
based Interview Observation Artifact
on N
sources
sources
Sources
90
11
0
0

Success is
5
62.5
10
built from
those you lead
Note. The N for interview participants = 8.

0

1

Frequency
of
reference
11

11

Figure 9. Themes and frequencies for vision.
Two themes materialized from the data coding process for the construct of vision.
These themes were referenced 22 times by the middle school principals and accounted
for 12% of the coded data. Both themes had a frequency rate 62.5% or higher based on
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the number of respondents. The findings concluded that the construct of vision helped
gain clarity, aligned with, and continuously improved the establishment of a culture of
high performance.
Building relationships. A theme that was presented as a construct of vision by
middle school principals was building relationships. This theme was discussed by seven
of the eight (90%) middle school principals and referenced 11 times as being a result of
the construct of vision. The data revealed that middle school principals incorporated
several strategies as they used their vision to build relationships on campus. Some of the
methods included building partnerships based on trust, being responsive to ideas, and
finding common ground.
Marzano et al. (2005) opined that interpersonal interactions with stakeholders at
various levels of the organization were critical to success and overall functionality.
Additionally, collective teacher efficacy commits to a shared purpose and accountability,
development of high-performance culture, and increased student achievement for the
entire school (Munoz & Branham, 2016). For example, one participant noted,
I share my vision in a way that will hopefully inspire my staff. I think it is
important to walk the walk if you want to build a culture that will, in the end, be a
successful organization. With my vision being a priority, I see a higher level of
action amongst all stakeholders.
Another principal discussed how working in collaboration with his staff, he
realized that his vision needed to change. Recognizing his leadership needed to focus on
building relationships with his staff, he acknowledged that his vision needed to
incorporate his staff and students. He explained,
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My school wouldn't have a proper vision if it weren't for the collective effort of
the teachers. When I first put together our vision, it was very school-centric. I
had a vision based on my experiences, the experiences of how I viewed the
school. But my staff reminded me that our vision also had to be student-centric in
order to thrive. I had to listen to the teachers, rely on their feedback and tailor our
vision to match the stakeholders. They all have a stake in the vision, which has
built my relationships and authenticity with my staff.
As one participant said, “It takes a team, because there is always strength and longevity
for the organization when there is buy-in and focus on what is best for the organization.”
Another principal added, “Vision is the key to drive the machine.”
Success is built from those you lead. The other theme that appeared from the
construct of vision by middle school principals is recognizing that success is built from
those you lead. Five of the eight (62.5%) of the middle school principal participants
referenced this theme 11 times as being a component of vision on establishing a culture
of high performance. According to Flint (2003), servant leaders live their vision by
measuring their own success by the success of those they lead. As one principal stated,
“If your vision is correct, then it will lead to high performance.” Artifacts collected in
this study illustrated how a principal’s message to stakeholders in creating a vision
concluded, “Vision allows members of the organization to hold each other accountable
for all decisions made. If a decision does not support the vision of the organization, then
it is the wrong decision.”
One participant explained her method of building success through leading her
staff comes from her years as a high school basketball coach in the early days of her
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teaching tenure. She discusses how through coaching a team, she has utilized those same
methods in coaching her staff to help build success, and reach a culture of high
performance on her campus. She said,
As a principal, I have found that I get the most out of my staff when I spend my
time and energy coaching, rather than telling. I personally believe the key to
being a good coach is knowing when to be silent and when to break the silence.
Coaching is all about developing the capability of your people. More importantly,
I question, listen and then stay silent. I do this to give them time to think before I
interject with my own thoughts.
Another principal spoke about her use of vision as a means for building success
and high performance, “For my vision, I purposefully maintain high expectations for all
stakeholders in the organization. We must work as a team to help students benefit from
the available resources. This is continuous work.”
In conclusion, the construct of vision yielded two themes with a total of 22 frequencies,
equaling 12% of the coded data. These two themes had a 62.5% or more of respondents
in agreement.
Trust
Trust is the level of confidence that one individual has in another’s competence
and willingness to act in a fair, ethical, and predictable manner. Trust is essential to
organizational culture as integrity and care for others are valued by the leader and
followers (Joseph & Winston, 2005; Patterson, 2003). Findings from the middle school
principal interviews concluded that trust has a greater organizational impact through
delivering results and building an established culture of high-performance.
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Table 9 and Figure 10 represent the themes and frequencies that surfaced from an
NVivo analysis of the interview transcripts. The common themes of how middle school
principals establish the construct of trust, the percentage of participants who contributed
to each theme, and the frequency count of responses received are represented in Table 9.
This table assisted in identifying emerging themes on how middle school principals
exhibited the construct of trust, an essential building block in establishing a culture of
high performance.
Table 9
Trust Themes

Theme/pattern
Consistency
and
commitment
Effective
listening and
open
communication

%
Frequency
Number of based Interview Observation Artifact
of
respondents on N sources
sources
Sources reference
5
62.5
12
0
0
12

6

75

Supported
4
50
through
difficult times
Note. The N for interview participants = 8.

7

0

0

7

5

0

0

5
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Figure 10. Themes and frequencies for trust.
Three themes were derived from the data coding process for the construct of trust.
These themes were referenced 24 times by the middle school principals and accounted
for 13% of the coded data. All of the themes had a frequency rate 50% or higher based
on the number of respondents. The findings concluded that the construct of trust
produces a meaningful difference in establishing a culture of high performance.
Consistency and commitment. One of the themes that appeared from the
construct of trust that middle school principals used to establish a culture of high
performance was having consistency and commitment to all stakeholders. Five of the
eight (62.5%) middle school principal participants referenced this theme 12 times as
being a factor in establishing a culture of high performance. In studies, trust in
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organizations is a fundamental factor, and researchers believe that organizations should
create trust in their employees (Baried & Amand, 1995). Therefore, the leader's behavior
is important in determining the level of trust that exists within a group or organization
(Aryee, Budhwar, & Chen, 2002).
Middle school principals agreed that creating a trusting environment of the school
and in relationships with staff and students contributed to establishing a culture of high
performance. For example, one participant stated,
I think you develop and sustain trust by your actions. Always act for the humans
you work with. You shouldn't act for the “teachers" you should act for the
humans in teachers. If they know you care, and see how hard you work, and you
show fairness, then that trust will take you a long way.
Another participant explained the importance of building trust with their staff through
consistency and a commitment to the organization's core values. If stakeholders can
accept the strategic plan for the organization and there is consistency and transparency in
decision making coupled with clear communication with the stakeholders, trust, over
time, is developed and sustained. One final participant mentioned how when trust is
established, “Staff will go above and beyond if they trust the leader leading them.” To
sum this up, she stated, “People will take risks for the organization when they trust they
will be supported.”
Effective listening and open communication. This theme occurred seven times
with six of the eight (75%) middle school principals referencing the need to use effective
listening and open communication, stemming from the construct of trust in establishing a
culture of high performance. Effective leaders consistently approach decision-making in
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a collaborative manner through effective listening and open communication, ensuring
that all stakeholders are involved to the highest extent possible (Crock, 2011). Middle
school principals agreed that in order to establish a culture of high performance, they
must utilize effective listening and open communication with their staff and students.
As one principal pointed out, “Do a lot of listening, be transparent, and keep your
word. Also, actions speak louder than words and people know the difference and are not
fooled for long with meaningless words.” Another stated,
I think trust has helped me establish a relationship with the teachers of my school
to ensure that everyone knows things will be followed up on. If I tell a teacher
that I am going to do something, I mean that and I get it done.
Finally, another participant indicated, “I think the number one thing that a leader can do
to build trust is say what you mean and never say yes to someone without being sure.”
Supported through difficult times. The final theme that materialized as a result
of demonstrating trust was an expectation that middle school principals should be
supportive during both good and bad or difficult times. Four of the eight (50%) middle
school principal participants referenced this theme five times as being necessary to
establish a culture of high performance. An organization can achieve the best results
when they can depend on their leaders to set clear standards (Katzenbach 1993).
Consequently, to maintain trust in relationships, they require maintenance. Trust
makes it possible to share even negative aspects and criticism more openly (Barnett el al.
2010). An example of this was shared by one participant at the onset of the COVID-19
outbreak,
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Staff will go above and beyond if they trust the leader leading them. I feel our
staff has shown up multiple times during this pandemic to help our students or to
see our students, specifically, over this past summer with helping deliver meals
and responding to constant emails by parents of students.
Another participant spoke about how he works on building trust in the
relationships he shares with his staff, saying “I maintain an open-door policy to listen to
stakeholder groups and I share as much information as I can in the interest of
transparency.” In response to this type of relationship he has built with his staff, he
explained,
By creating this atmosphere of cooperation, I have a better ability to manage
conflicts, and being supported by my staff even in the most difficult times. I
don’t have all the answers right now, but I have been sympathetic to my staff,
recognizing the difficult situation they are facing being out of their classrooms
and without a clear direction. Yet, they also know I am looking out for them and
am doing whatever I can to make them feel safe and supported during these trying
times.
The organization’s leader has a role in building and supporting commitment and
confidence inside the organization and clarifies to the employees that they will succeed or
fail as a team, not as individuals (Katzenbach, 1993). The challenges faced by education
systems are vast. Principals are an important layer in the education system that can act as
a motivating and coordinating agent to ensure teachers, students, and families are
connected to plans made by education officials (Sampat & Oommen, 2020).
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In conclusion, the construct of trust yielded three themes with a total of 24 frequencies,
equaling 13% of the coded data. These two themes had a 50% or more of respondents in
agreement.
Empowerment
Empowerment, as a servant leader, is entrusting power to others. It is the idea of
virtually giving away power to followers and allowing them to know and feel significant
and important in their role and contribution. It requires effective listening, valuing love
and equity, and places emphasis on teamwork. Empowerment encourages risk-taking
and self-accountability to accomplish tasks and work toward goals (Blanchard, 2000;
Melrose, 1998; Patterson, 2003; Russell & Stone, 2002). Findings from the middle
school principal interviews concluded that empowerment, as it relates to being a servant
leader, established a culture of high performance by providing a work climate that
promoted feelings of employee recognition and worthiness.
Table 10 and Figure 11 represent the themes and frequencies that surfaced from
an NVivo analysis of the interview and data transcripts. The common themes of how
middle school principals established the construct of empowerment, the percentage of
participants who contributed to each theme, and the frequency count of responses
received are represented in Table 10. This table assisted in identifying emerging themes
on how middle school principals exhibited the construct of empowerment, stimulating
both personal and organizational metamorphoses, in establishing a culture of high
performance.
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Table 10
Empowerment Themes

Theme/pattern
Support to
build and
grow

Number of
respondents
6

%
based Interview Observation Artifact
on N
sources
sources
Sources
75
13
0
0

Delegate
6
75
10
authority
Note. The N for interview participants = 8.

0

Frequency
of
reference
13

1

11

Figure 11. Themes and frequencies for empowerment.
Two themes developed from the data coding process for the construct of
empowerment. These themes were referenced 24 times by the middle school principals
and accounted for 12% of the coded data. Both themes had a frequency rate of 75%
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based on the number of respondents. The findings concluded that the construct of
empowerment plays an important role in establishing a culture of high performance.
Support to build and grow. This theme occurred from six of the eight (75%)
middle school principals with a frequency of 13 times throughout the interviews. Liden
et al. (2008) discussed this idea of encouraging followers' choices to initiate and regulate
actions by giving them important responsibilities and the freedom to handle situations as
they feel best, and by actively encouraging them to make important decisions on their
own. Therefore, when leaders nurture, their followers will recognize their full potential
to develop and grow (Liden et al., 2008). Middle school principals agreed that
empowerment supported teachers to build and grow, creating a correlation that
established a culture of high performance. One participant stated, “I happily empower
others and give repeated opportunities for others to take risks that will enable benefits for
our students, school, and staff members.” Another participant discussed,
I believe that empowering others is an important quality of any leader. Over the
years, I have done my best to empower those around me to make decisions and
then support them through those decisions. As I take on this position at a new
school and new district, I am looking for those leaders that help empower me and
I continue to empower the new staff that I am leading.
One participant spoke of the importance of empowerment when establishing
collaborative relationships and how that builds trust and helps support others to grow.
She explained,
Empowerment relates to sharing of power. This can be tricky, but it is necessary
for healthy organizations to thrive. Empowerment is also related to trust.
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Organizations must explore methods for leaders to work collaboratively with
other leaders and stakeholders to share power in multiple settings. It is only
through this that I am able to support my staff to grow, and they are able to
support me to continue to build our school in a positive direction.
One principal expressed interest in “empowering others to have a voice, share their
thoughts, and prepare for the future by having faith in them and giving them
opportunities for growth.” Another pointed out,
As a leader, I work to identify the strengths of others and empower them to create
programs and organizations on campus that provide opportunities for our
students. Growing the programs on campus helps support our school initiative
and gives teachers a responsibility that allows them to grow in their roles.
Delegate authority. The other theme that emerged from the construct of
empowerment that middle school principals exhibited is delegating authority. Six of the
eight (75%) middle school principals referenced this theme 11 times as being a result of
empowerment in establishing a culture of high performance. Delegation shows
employees that they are valued and trusted when important jobs are assigned to them
(Buahene, 2013).
In addition, delegation is about giving employees the accountability to make the
right decisions, to change the process, and to be the owner of the task or project
(Buahene, 2013). Middle school principals agreed that delegating authority contributed
to establishing a culture of high performance within their school-sites. As one participant
expressed, “I have people in specific roles that help lead the entire organization and they
get the credit for that.”
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Shared decision making can improve the quality and acceptance of decisions,
bolster employee motivation and self-esteem, increase a sense of ownership, and improve
interpersonal relationships (Billikopf, 2003). One participant explained how through
delegating her authority to her teachers, she was able to focus on other areas of needed
attention within her school,
My department leads have, mostly, full freedom to run their departments in the
way they see is best for kids. In a school of 1,000 learners and 60 teachers, I
recognize that I cannot control every activity. By allowing department leads to
take the reins, I am helping them to have more confidence in their subject matter,
as well as working more cohesively within their departments.
Delegation is an act of trust and an expression of confidence in the leader, and it can be
one of the most important methods of creating and maintaining democracy in the school.
An excerpt from an artifact provided by one participant included an expectation for
building strong and trusting relationships among staff as follows:
The school leader demonstrates commitment and skills in engaging and
communicating with stakeholders. She or he builds and sustains support for the school by
developing and nurturing ongoing trusting relationships with individuals and groups.
As one participant asserted,
Not all of leadership is a department chair, or administrator, not by a long shot.
By recognizing the variety of abilities and contributions that my staff contributes,
I am better able to delegate my authority in new avenues…recognizing new
people to help get jobs done.
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In conclusion, the construct of empowerment yielded three themes with a total of 24
frequencies, equaling 12% of the coded data. These two themes had 75% of respondents
in agreement.
Service
The definition of service is the moral equivalent of “giving of oneself to serve
others.” It implies that leaders are focused on placing primary interest in others rather
than on one’s self-interest. Accordingly, service is demonstrated through the gift of time,
energy, compassion, care, or belongings. Service also places others first (Patterson,
2003; Russell & Stone, 2002). The primary duty of the servant leader is the act of service
toward the leader’s team. A servant leader must be collaborative in the way they operate.
Part of the leader’s role is to build a community and a team spirit. Findings from the
middle school principal interviews determined that the construct of service plays a
significant role in the natural outcome of being a servant leader in establishing a culture
of high performance.
Table 11 and Figure 12 represent the themes and frequencies that surfaced from
an NVivo analysis of the interview transcripts. The common themes of how middle
school principals viewed the construct of service, the percentage of participants who
contributed to each theme, and the frequency count of responses received are represented
in Table 11. This table assisted in identifying emerging themes on how middle school
principals viewed the construct of service in establishing a culture of high performance.
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Table 11
Service Themes
%
Frequency
Number of based Interview Observation Artifact
of
Theme/pattern respondents on N sources
sources
Sources reference
Engagement
8
100
12
0
0
12
and purposedriven
Unselfish
mindset

5

62.5

11

0

0

11

Long-term
viability

6

75

10

0

0

10

Enhance
4
50
8
development
Note. The N for interview participants = 8.

0

0

8

Figure 12. Themes and frequencies for service.
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Four themes transpired from the data coding process for the construct of service.
These themes were referenced 41 times by the middle school principals and accounted
for 22% of the coded data. All four themes had a frequency rate of 50% or higher, based
on the number of respondents. The findings concluded that the construct of service was
viable and a resultant core behavior in creating a culture of high performance.
Engagement and purpose-driven. One of the themes that appeared from the
construct of service by middle school principals was that through their use of service,
they created more engagement and purpose-driven results from their staff. All eight of
the interview participants (100%) referenced this theme 12 times as a product of
establishing a culture of high performance. Greenleaf’s seminal statement appropriately
describes the act of service that is central to the theory of servant leadership. “The
servant- leader is servant first... It begins with the natural feeling that one wants to serve
first. Then conscious choice brings one to aspire to lead” (Greenleaf, 1977, p. 27). As
one respondent noted,
I am consistently willing to assist others. I step in when I can be of assistance,
whether helping cover a teacher’s class, doing a teacher’s 'duty' when they need
some time, or even giving staff sub time when they are stressed and need
planning. This past year, I had a teacher whose house was endangered due to a
fire and I stepped in and covered her class for three hours until the end of the day.
With a servant leader at the helm, empowered staff work together as a more engaged and
purpose-driven team. As one participant discussed, “This allows our school to develop
future leaders and ensures our long-term viability.” Another participant concluded,
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“Being of service to my staff creates a relationship of mutual influence that cultivates a
real sense of purpose on campus.”
Research shows that principals primarily influence student learning by fostering
strong learning climates in their schools (Leithwood et al., 2004). Additional data have
shown that teacher leadership was a critical mechanism through which principals could
foster engagement and drive performance (Heck, 1992). One participant shared their
experience with service leading to teacher engagement, by stating, “Teachers feel they
have a real sense of ownership over finding solutions and knowing their work contributes
to the overall school goals.” Another participant noted, “As a principal, I serve as a
bridge across the school. I lead my school by guiding, coordinating, and monitoring the
work of teachers and staff in the school, while using student data to help them and assess
their efforts.”
Unselfish mindset. Another theme that emerged from the middle school
principal interviews was having an unselfish mindset as a result of the construct of
service. Five of the eight (62.5%) middle school principals referenced this theme 11
times as being a part of establishing a culture of high performance. According to Russell
and Stone (2002), selflessness is about putting the needs of others before yourself.
Specifically, putting the needs of those you serve first. As one participant expressed,
“The teachers do whatever it takes to give their students the opportunities to have choices
and be successful even if it means sacrificing things that are personally important to
them.” Another respondent stated,
Teachers, in general, are able to adapt to unprecedented situations. This is very
helpful in the classroom as students are able to benefit from the lessons that have
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been tailored to their needs. As a result, I always try and make interactions with
my staff as teacher-centric as possible. I serve my teachers in a way that it is
about them, their needs. I try to be as selfless as possible so I can help them, the
way they, in turn, help their students.
According to Walker (2015), by removing self-interest and personal glory from
being the motivating factor of a job, the most important element a leader can provide is
inspiration. The role of a servant leader is to facilitate the relationship between each
employee and the organization. Therefore, leaders become known for inclusiveness and
smart decisions and tend to develop influence far more consistently than leaders who
believe they have all the answers (Walker, 2015). As one participant shared,
Leadership is sometimes about doing whatever it takes to make things go
smoothly. This rang true when our cafeteria was short staffed one day and I
stepped in to help during our lunchtime rush. I put on a hair net, gloves, and an
apron and I got to work. I followed the directions and stayed through the cleanup. If you’re not serving others, you’re not leading.
A final participant stated the following, "It's very natural as you manage more and more
people, you can let your ego get in the way," adding, “Principals must be aware and
selfless enough to deliver their service, as should their teams.”
Long-term viability. This theme appeared 10 times across six interviews (75%).
The middle school principals mentioned that servant leaders have a continual belief in
creating long-term viability through the construct of service on their campuses. As one
principal disclosed, “The service provided to my staff, by myself and other
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administration, plays a vital role in the long-term viability of the programs we have on
campus.” She went on to explain,
Successful leadership must start with a desire to serve the staff. This then serves and
benefits the entire campus. There is a trickle-down effect that happens, starting from the
top, but focusing on serving all. When I empower my staff, and serve their needs as a
leader, they reward me with sustainability.
Middle school principals agreed that a critical need that contributes to a culture of
high performance is providing service as a way to increase the long-term viability of staff
on campus. One participant described how she maintained a culture of high performance
through teacher retention and tenure.
Research has shown that teachers often leave the field due to a lack of administrative
support. Our district has implemented specialized paths that focus on teachers’ various
interests and strengths. On my campus I have also provided leadership opportunities that
allow the teachers to expand their reach and serve the students who need them most.
These programs have greatly increased the long-term viability and teacher retention rate
on my campus with our quality educators.
As Greenleaf (1970) astutely noted, servant leadership is not whether or not a person
occasionally serves others, but whether they serve others in a way that carries on the
virtuous cycle as an authentic servant-leader.
Enhance development. The final theme to materialize from the construct of
service engaged by middle school principals is the importance to enhance development.
This theme came from four of the eight (50%) interviews and was referenced eight times
as being a product of the construct of service. Servant leaders create spaces and facilitate
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collaborative learning opportunities that allow their followers to explore their individual
areas of interest, thus enhancing their development (O’Donnell, 2015). Consequently,
providing professional development opportunities that align with the needs of the
teachers and students they serve, plays an important role in developing a culture of high
performance (Huguet, 2017). Middle school principals agreed that a leader who
prioritizes serving their staff and students enhances their development, and therefore,
establishes a culture of high performance. One participant reflected upon the crises of
distance learning as a result of the outbreak of COVID-19 in the spring of 2020 and
declared,
At the start of distance learning in March, my staff was thrown into a tailspin.
Although I wasn’t able to provide much guidance going into distance learning, I
made sure to provide resources which supported the teachers and parents in
helping the students. I made available resources that supported the way in which
they could help their students to be able to learn more independently at home,
since they weren’t at school.
One participant stated, “To enhance both teacher and student development, you
have to make sure you take teacher input into account.” Another participant said that she,
“Makes sure all professional development has a goal of increasing student performance.
Enhancing development in teachers, equals enhancing development in students.” One
final participant communicated, “When I serve my teachers in a positive manner and
provide opportunities that they find useful, they see the value in it and work in
collaboration with one another.”
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In conclusion, the construct of service yielded four themes with a total of 41 frequencies,
equaling 22% of the coded data. These four themes yielded 50% or more of respondents
in agreement.
Key Findings
This qualitative phenomenological research study involved a data collection
process with semi-structured interviews, observations, and artifacts. This data was coded
for themes, each of which was assessed closely to adhere to predetermined criteria. Key
findings were determined to be those which were referenced by 62.5% or more of all
participants and represented 15% or more of the data coded for the respective construct of
servant leadership. The basis for using 62.5% of the data was due to no findings falling
below the 50% threshold. Additionally, representation of 20% of the data coded for each
respective construct required an increase to the 62.5% of respondents, with a lower
overall coded data at 15%.
Key Findings: Agapao Love
1. Supportive environment was referenced by 75% of the middle school principals.
This theme yielded the highest number of references for agapao love and
represented 37.5% of data coded. This was a recurring theme in the study and
presented connections to multiple elements.
2. Creating connections was mentioned by 62.5% of the participants. This theme
yielded the second highest number of references for agapao love and represented
21.8% of coded data.
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Key Findings: Humility
1. Prioritizing campus needs was referenced by 90% of the middle school principals.
This theme yielded the highest number of references and represented 71.4% of the
data coded for the servant leadership construct of humility.
Key Findings: Altruism
1. Growth and development were referenced by 100% of the middle school
principals. This theme yielded the highest number of references for altruism and
represented 46.6% of data coded. This was a recurring theme with connections to
multiple elements.
2. Impacts student achievement was mentioned by 75% of the participants. This
theme yielded the second highest number of references and represented 26.6% of
coded data for the servant leadership construct of altruism.
Key Findings: Vision
1. Building relationships was referenced by 90% of middle school principals. This
theme yielded the highest number of references for the servant leadership
construct of visions and represented 50% of the data coded.
2. Success is built from those you lead was mentioned by 62.5% of the participants
and represented 50% of the data coded for the construct of vision in servant
leadership.
Key Findings: Trust
1. Consistency and commitment were referenced by 62.5% of the middle school
principals. This theme yielded the highest number of frequencies for the servant
leadership construct of trust and represented 50% of the data coded.
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Key Findings: Empowerment
1. Support to build and grow was referenced by 75% of the middle school
principals. This theme yielded the highest number of references for
empowerment and represented 56.5% of data coded.
2.

Delegate authority was referenced by 75% of the participants and yielded the
second highest number of references. This theme represented 47.8% of the data
coded for the servant leadership construct of empowerment.

Key Findings: Service
1.

Engagement and purpose-driven was referenced by 100% of the middle school
principals. This theme yielded the highest number of frequencies for the servant
leadership construct of service and represented 29.2% of the data coded.

2.

Unselfish mindset was referenced by 62.5% of the participants and represented
26.8% of the data coded for the servant leadership construct of service.

3.

Long-term viability was referenced by 75% of the participants and represented
24.3% of the data coded for the construct of service.
Summary
This chapter addressed the data and findings regarding the main research question

and seven subsequent questions used to guide this study. In sum, middle school
principals who lead schools with a culture of high performance reported that all seven
constructs established by Patterson (2003) were important for developing and
maintaining a culture of high performance. These constructs are agapao love, humility,
altruism, vision, trust, empowerment, and service.
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Middle school principals who led their schools with cultures of high performance
employed all the servant leadership constructs proposed by Patterson (2003). As Yukl
(1994) noted,
Leadership influences...the interpretation of events for followers, the choice of
objectives for the group or organization, the organization of work activities to
accomplish objectives, the motivation of followers to achieve the objectives, the
maintenance of cooperative relationships and teamwork and the enlistment of
support and

cooperation from people outside the group or organization (p. 3).

In this respect, servant leadership can be seen as a leadership approach
characterized by its ability to be used in managing educational institutions that focus on
developing people (Taylor et al., 2007). As stated by Hardin (2003) and Sergiovanni
(1994), in servant leadership, great passion to improve individually and enhance school
development has a primary place over all other needs within the organization. Thus,
teachers and students can develop their potential more fully.
In the scripted interviews, all eight middle school principals discussed the
relationship between the seven constructs of servant leadership proposed by Patterson
(2003) in guiding a site leader to establish a culture of high performance. The researcher
found that codes related to the following constructs were reported by leaders at the
highest percentage: service (22%), agapao love (17%), and altruism (16%). The
researcher found that codes related to service were described more than codes in the other
constructs across all interviews and were rated with a total frequency of 41.
Frequency rates in the individual themes for the construct of service are as
follows: a frequency of 12 codes in the theme of “engagement and purpose-driven,” 11
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codes in “unselfish mindset,” 10 codes in “long-term viability,” and eight codes in the
theme “enhance development.” The codes for the construct of agapao love were
described with a total frequency of 32 for all four themes: “supportive environment” (12),
“creating connections” (7), “understanding of others” (7), and “respect and engagement”
(4). The codes for the construct of altruism were described with a total frequency of 30
for all three themes: “growth and development” (14), “commitment of support” (8), and
“impacts student achievement” (8).
Principals of schools that have a culture of high performance know they must
emphasize the servant leadership construct of service, as it is reported to be significant in
creating a culture of high performance. This is followed by the constructs of agapao love
and altruism. Although it is not a match between what leaders report as perceived
behaviors most effective for creating a culture of high performance, in regard to strategies
used and degree of importance, it creates an interesting comparison and argument about
significant servant leadership constructs principals should embrace to create a culture of
high performance.
Chapter V contains a more detailed discussion of these findings. Chapter V also
presents the researcher’s conclusions drawn from the literature and data collected.
Further, this chapter explores unexpected findings, conclusions, implications for action,
recommendations for further research, closing remarks, and reflection.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Overview
This phenomenological qualitative research study described middle school
principals’ perceived impact of servant leadership constructs for establishing a culture of
high performance through the lens of Patterson’s (2003) seven servant leadership
characteristics (agapao love, humility, altruism, vision, trust, empowerment, and service).
An extensive and thoughtful analysis of data collected from interviews, observations, and
artifacts led to 20 themes from 186 frequencies across the data sources.
Findings, conclusions, and recommendations are outlined in this study’s final
chapter. This chapter begins with a discussion of the study’s major findings as well as
unexpected findings. Additionally, the researcher provided an overview of the
conclusions drawn based on the outcomes of research and a thorough review of the
literature. The implications for action are outlined in this chapter and provide middle
school principals with detailed descriptors designed to develop a culture of high
performance through the utilization of Patterson’s (2003) servant leadership constructs.
The recommendations for further research are outlined within this chapter as well and
designate how future studies could expand on this research and bring greater
understanding to the topic of servant leadership and strategies used by leaders to create a
culture of high performance. This chapter concludes with the researcher’s closing
remarks and reflections.
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Purpose Statement
The purpose of this phenomenological research study was to explore and describe
middle school principals’ perceived impact of servant leadership constructs developed by
Patterson (2003) for establishing a culture of high performance.
Central Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs for
establishing a culture of high performance as perceived by middle school principals?
Sub Questions
1. What is the impact of the agapao leadership construct for establishing a culture of
high performance?
2. What is the impact of the humility leadership construct for establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct for establishing a culture
of high performance?
4. What is the impact of the vision leadership construct for establishing a culture of
high performance?
5. What is the impact of the trust leadership construct for establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct for establishing a
culture of high performance?
7. What is the impact of the service leadership construct for establishing a culture of
high performance?
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Methodology
A phenomenological research study was completed to explore and describe
middle school principals’ perceived impact of servant leadership constructs developed by
Patterson (2003) for establishing a culture of high performance. Eight interviews were
conducted with middle school principals who led school sites with cultures of high
performance in Orange County, California. The thematic dissertation team, made up of
eight peer researchers, one chair, and one faculty advisory, created the Thematic
Interview Protocol Template (Appendix E) through collaboration that drew on the
foundational research of servant leadership from the literature review.
All interviews were conducted virtually due to the Covid-19 pandemic and
recorded with the principal’s permission. The responses were then transcribed, entered
into NVivo, cross-referenced, and analyzed to look for common themes. All data were
stored securely by the researcher. Triangulation of data was then completed to bring
“greater credibility to the findings… allowing the strengths of each approach to be
applied, providing a more complete result” (McMillian & Schumacher, 2010, p. 26).
The middle school principal participants were selected from the target population
of 88 middle school principals located in Orange County, California. The eight peer
researchers concurred that eight members of the target population would be chosen for
the study based on the agreed upon criteria. The middle school principals chosen all
complied with at least five of the six criteria created by the thematic team, which were:
•

Principal was employed at a current middle school within Orange County with a
minimum of 30 staff members.

•

Principal led a school with a culture of high performance.
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•

Principal had a minimum of two years of experience at their current site.

•

Principal had a minimum of five years of experience in the K-12 profession.

•

Principal had membership in professional associations in their field, such as
Association of California Administrators (ACSA).

•

Principal had articles, papers, or materials written, published, or presented at
conferences or association meetings.
The target populations for the thematic study were comprised of the following:

High School Principals, Human Resource Administrators of K-12 School Districts,
Latina Superintendents of Title I School Districts, Principals of Native American
Schools, Public Middle School Principals, Public School District Superintendents, and
Title I Middle School Principals.
Major Findings
The purpose of this phenomenological research study was to explore and describe
middle school principals’ perceived impact of servant leadership constructs developed by
Patterson (2003) for establishing a culture of high performance. The central research
question was answered through an analysis of the sub-questions. Chapter IV presented
the key research finding and results of the coding of themes, including the frequencies
from the interviews. A summary of the major findings is presented with respect to the
sub-questions for each construct.
Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs for
establishing a culture of high performance as perceived by middle school principals?
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To answer this question, qualitative data were collected through virtual interviews
with eight middle school principals from school-sites that had a culture of high
performance. Peer-designed and professionally reviewed interviews were employed
using scripted open-ended, guided questions. Middle school principals were asked about
the seven servant leadership constructs developed by Patterson (2003) for establishing a
culture of high performance with an emphasis on the servant leadership constructs of
agapao love, humility, altruism, vision, trust, empowerment, and service. All seven
constructs of servant leadership investigated in this study were integral to creating a
culture of high performance. The major findings for this study are presented by
addressing the data that resulted from the individual research questions specific to
Patterson’s (2003) seven servant leadership constructs.
Sub Question 1
What is the impact of the agapao leadership constructs for establishing a culture
of high performance?
Major Finding 1.
The middle school principals who focused on providing a supportive environment
for teachers, staff, and students on campus referenced this theme 12 times which
represented 28.33% of data coded as being essential to demonstrate agapao love. Such a
culture does not occur and endure by accident. The findings show that middle school
principals cultivate a supportive environment through a particular mindset and deliberate
actions. Achieving high performance requires maintenance of a culture that is respectful
of all members of the school as well as recognizing their distinct contributions (Harter,
Hayes, & Schmidt, 2002). As Patterson (2003) stated, agapao love centers around the
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servant first ethos, followed by how the servant’s abilities and talents can benefit and
impact their organizations (Patterson, 2003). The findings for supportive environment
were congruent with the work of Patterson (2003) as the correlation of providing a
supportive environment is a servanthood trait, equal to agapao love, and represented
middle school principals sincerely caring for and being involved in the lives of their
teachers, staff, and students (Crom, 1998).
Sub Question 2
What is the impact of the humility leadership constructs for establishing a culture
of high performance?
Major Finding 2.
The middle school principals who focused on prioritizing campus needs as a
means of establishing a culture of high performance referenced this theme 10 times,
which represented 17.28% of the coded data for the construct of humility. The
participants of this study agreed that prioritizing the campus needs from all teachers,
staff, and students contributed to creating a culture that fostered high performance.
Leadership guru, John Maxwell, notes, “A good leader is a person who takes a little more
than his share of the blame and a little less than his share of the credit” (Maxwell, 1998).
The act of humility permitted principals to be mindful of their staff and to recognize the
opportunities that can impact their campus when their staff is made a priority when
addressing campus needs. The findings of prioritizing campus needs correlated to the
construct of humility as it often requires the principal to defer to other people.
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Sub Question 3
What is the impact of the altruism leadership constructs for establishing a culture
of high performance?
Major Finding 3.
Middle school principals of campuses with cultures of high performance focused
on the growth and development of the teachers and staff as a means of establishing a
culture of high performance. Collectively, all eight principals expressed that growth and
development is an important servant leadership construct representing 27.44% of the
coded data. The alignment of the themes growth and development, commitment of
support and student achievement were considered behaviors that middle school principals
of cultures of high-performance schools possessed and were a clear example of the
theoretical definition established for altruism.
According to Northouse (2018), servant leaders boldly put their followers first,
sharing power with their followers, while welcoming growth in their followers as a
central focus of altruistic development. The theoretical definition of altruism, as defined
by the team of peer researchers, is demonstrating unselfish concern for the welfare of
another, even with a risk or sacrifice against one’s self-interest. It involved deriving
pleasure from helping and seeking what was best for others, often with an attitude of
humility, modesty, and selflessness (DeYoung, 2000; Kaplan, 2000; Monroe, 1994;
Patterson, 2003). These themes support the understanding that middle school principals
who continually work to ensure the growth and development of the teachers and staff are
ongoing and aligned to the servant leadership construct of altruism, will lead to a culture
of high performance.
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Sub Question 4
What is the impact of the vision leadership constructs for establishing a culture of
high performance?
Major Finding 4.
The middle school principal participants in this study agreed with the need to
incorporate several strategies as they used their vision to build relationships on campus.
This theme was discussed by seven of the eight (90%) middle school principals and
referenced 11 times as being a result of the construct of vision. This finding was
congruent with the work of Patterson (2003), as vision is a foundational piece of servant
leadership needed to create an environment that is forward focused by a leader
recognizing that each person in an organization is viable and worthy. The visionary
servant leader is also able to know their followers and is able to help them develop a clear
sense of purpose, direction, and dignity through building connections and relationships
(Batten, 1998). Based on the data, the development of healthy, meaningful relationships
with all stakeholder groups was instrumental in helping middle school principals
successfully lead a high performance culture on their campuses.
Sub Question 5
What is the impact of the trust leadership constructs for establishing a culture of
high performance?
Major Finding 5.
This theme was referenced by 62.5% of the middle school principals and yielded
the highest number of frequencies for the servant leadership construct of trust,
representing 20.61% of the data coded. Five of the middle school principals used this
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construct of trust in establishing a culture of high performance by having consistency and
commitment to all stakeholders. These findings were consistent with the literature as
Lumpkin (2008) discussed how servant leaders who build trust and develop an
environment of respect through ethical behavior, serve others through consistent
commitment. Commitment and consistency are powerful motivators to increase
engagement and trust in teachers and staff to help principals fulfill their goals.
Accordingly, there are many steps needed to ensure principals meet the needs of all
stakeholders in the decision-making process. Ultimately, this equates to middle school
principals facilitating the trust of all stakeholders and increasing the commitment from all
in a consistent manner to establish a culture of high performance on their campuses.
Sub Question 6
What is the impact of the empowerment leadership constructs for establishing a
culture of high performance?
Major Finding 6.
Middle school principals who focused on empowerment through supporting
teachers and staff to build and grow yielded the highest number of references for
empowerment and represented 27.20% of data coded. The participants of this study
agreed that empowerment encouraged teachers to build and grow, creating a correlation
that established a culture of high performance. Through empowerment, the servant leader
recognizes the need to release power so that followers can be viable and effective in
completing the set workload (Russell & Stone, 2002).
Furthermore, servant leaders engage their followers through fostering well-being
and self-confidence while helping them to develop inwardly, mentally, emotionally, and
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morally (Van Dierendonck, 2011). Consistent with the literature, the use of these
empowerment tactics by middle school principals helped in developing, supporting, and
growing their followers. The data gathered on the construct of empowerment has shown
to impact the development of a culture of high performance on the campuses of the
middle school principal participants.
Sub Question 7
What is the impact of the service leadership constructs for establishing a culture
of high performance?
Major Finding 7.
This theme was referenced by 100% of the middle school principals, yielding the
highest number of frequencies for the servant leadership construct of service and
represented 26.88% of the data coded. The data reflect that middle school principals who
are engaging and purpose-driven in their service toward teachers, staff, and students are
successful in developing a culture of high performance on their campuses. Greenleaf’s
seminal statement appropriately describes the act of service that is central to the theory of
servant leadership. “The servant- leader is servant first... It begins with the natural
feeling that one wants to serve first. Then conscious choice brings one to aspire to lead”
(Greenleaf, 1977, p. 27).
With a servant leader at the helm, empowered staff works together as a more
engaged and focused team. The data from the middle school principal participants
explained how being engaged and purpose-driven made a difference in the behaviors of
teachers, staff, and students by giving them a sense of meaning and drawing in their
support. The theme of servant leadership is buoyed by the literature and showed that
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when principals had an authentic purpose, the personal good and the collective good
become one. The outcome of this form of service by middle school principals led to a
culture of high performance through an increase in collaboration and accelerated learning
and performing by being engaged and purpose-driven toward all stakeholders.
Unexpected Findings
The researcher found two unexpected findings following the data collection
process with the eight current middle school principals. First, the researcher did not
anticipate the significance that altruism construct had on helping the participants establish
a culture of high performance, which was based on 30 references and 16% of the coded
data. This was unexpected given the researcher’s experience that there tends to be an
assumption that many principals and administrators operate in a vacuum and lose sight of
the real world, such as real-life events that impact the teachers' abilities to perform at
their maximum levels of efficiency. However, every participant in the study was highly
aware of the importance and benefits of inclusion, thus striving for personal leadership
qualities that touched on all aspects of Patterson's seven servant leadership constructs.
This finding also supported the altruistic construct that middle school principals
used to gain better responsiveness from their teachers, and teachers being appreciated and
valued for their input, while providing a more global perspective to problem-solving and
planning. Second, it was unexpected that the construct of service emerged with the
highest number of frequencies, 41, from the data collection (22%). A principal is the
commander of their school site, and the ultimate responsibility lies on their shoulders. To
willingly give of oneself to serve others could be misunderstood as relinquishing one's
authority and making one more vulnerable. The research data from this study proved that
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all of the respondents understood the act of service was a tremendous benefit to
establishing a culture of high performance on their campuses. Such authentic sentiments
revolving around service made the researcher appreciate and value the participants’
insight even more.
Conclusions
Several conclusions may be drawn from the literature and findings of this study
that explain how middle school principals perceived the seven servant leadership
constructs developed by Patterson (2003) to establish a culture of high performance. The
following conclusions stemmed from the data analysis in Chapter IV that described how
agapao love, humility, altruism, vision, trust, empowerment, and service helped middle
school principals establish cultures of high performance in the school environment.
Conclusion 1: Connection of Constructs
Based on the findings from the research and the literature, the researcher
concluded that the seven servant leadership constructs of agapao love, humility, altruism,
vision, trust, empowerment, and service provided middle school principals with
actionable behaviors that can be used to establish a culture of high performance on
campus. The research suggested that principals who understood, practiced, and applied
all seven of these servant leadership constructs could create cultures of high performance
for their school sites. Leithwood et al. (2008) claimed, “As far as we are aware, there is
not a single documented case of a school successfully turning around its performance
trajectory in the absence of talented leadership” (p. 29).
Middle school principals are challenged each day as they work in the unique
environment of middle-level education (Anfara et al., 2008). These servant leadership
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constructs provided principals with a roadmap to guide them while outlining the
behaviors needed to establish a culture of high performance. Middle school principals
who led school sites with cultures of high performance understood and integrated each of
these constructs to varying degrees and utilized them to continually increase a culture of
high performance. O’Donnell and White (2005) stated that principals would increasingly
know how to spend their valuable time as research continued to link specific principal
behaviors to increased performance. The principal must function as an agent of change,
recognizing all variables identified with a high performing school culture and working to
effect necessary adjustments when needed (Hipp, 1997).
Conclusion 2: All Stakeholder Engagement is a Central Focus
Based on findings from the research and the literature, the researcher concluded
that middle school principals should have a central focus on all stakeholder engagement
to create a culture of high performance on their campuses. According to Anfara (2013),
the most effective middle school principals are those who “recognize teaching and
learning as the main business of the school, communicate the school’s mission and vision
clearly and consistently to all constituents, promote an atmosphere of trust and
collaboration, and emphasize professional development” (pp. 697-698). These four areas
are directly related to how a middle school principal connected with students, teachers,
staff, and the surrounding school community stakeholders. Middle school principals who
led campuses with a culture of high performance persistently focused on all stakeholder
engagement and embedded it into all facets of their leadership.
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Conclusion 3: Relationships are Key
Based on findings from the research and the literature, the researcher concluded
that relationships are a key component for middle school principals to establish a culture
of high performance on their school sites. These key relationships go beyond that of the
school site principal and teachers on campus and also the relationships with all staff,
certificated and classified, district personnel, parents, students, and community
stakeholders. Middle school principals must work to establish, maintain, and support all
relationships within the school and district to establish a culture of high performance. A
middle school principal who includes all stakeholders in the decision-making process and
avoids acting as a single leader controlling all aspects of the school is the consummate
servant leader (Hipp, 1997). Moreover, greater emphasis has been placed on building
relationships with all school stakeholders, as principals continue to work to build
performance within their school sites (Sergiovanni, 2006).
Conclusion 4: Decision Making is Purpose-Driven
Based on findings from the research and the literature, the researcher concluded
that a culture of high performance is established by middle school principals who are
purposeful in their school-site decision-making. Dwyer et al. (1985) stated, “Successful
principals act with purpose. They have an image in mind of the ‘good’ school and of a
way to make their school more like that image. They use this overarching perspective as
a guide for their actions” (p.12). Forming decisions that were purpose-driven had a
meaningful connection to the lives of students and families and were essential to
establishing a culture of high performance. Ultimately, if the purpose is developed to
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include the goals and values of communities and families, stakeholders will then share
accountability for every student’s success.
Conclusion 5: Communication is Clear and Consistent
Based on the findings from the research and the literature, the researcher
concluded that clear and consistent communication drove middle school principals to
establish a high-performance culture. The research has shown that middle school
principals who communicated consistently with other stakeholders regarding key
components of organizational development, have created higher cultures of performance
on their campuses. Principals must be clear and consistent with their expectations for
stakeholders to understand the trajectory of the organization and the value offered
through their contributions. According to Terziu et al. (2016), a principal demonstrating
capacity to communicate efficiently, along with providing support to the teachers and
staff, sets the groundwork for students’ success. The best leaders communicate
intentionally by aligning their dialogue with their desired impact in a strategic manner to
increase the level of commitment among stakeholders through clear and consistent
communication (Brown et al, 2005; Glaser, 2014).
Implications for Action
The prior conclusions suggest a need for implications for action. A culture of
high performance is created on a school campus when a connection of all seven servant
leadership constructs is applied by site leaders. In general, research affirmed the
independent influence of each construct. This study lent credibility to the seven
constructs and brought shared meaning to how site leaders worked to create a culture of
high performance on their campuses. The following are the researcher’s
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recommendations to address the conclusions derived from this study. The researcher also
developed implications for action and included the responsible persons or groups for
implementing the designated implications.
Implication 1
The Orange County Department of Education (OCDE) must take action to include
servant leadership and its seven constructs (agapao love, humility, altruism, vision, trust,
empowerment, and service) as content and performance expectations in the California
Administrator Performance Expectations (CAPE) required for completion of a
Preliminary Administrative Services Credential Program and the Clear Administrative
Services Credential Program. Specific CAPE modules that would benefit from adding
servant leadership to their current expectations are student-centered learning and wellbeing, cultural proficiency, systems knowledge, collaboration, communication skills,
continuous improvement, change process, and evidence-based practice. A proposal
prepared by the researcher will therefore be submitted to Gay Roby, a consultant for the
Professional Services Division Commission on Teacher Credentialing, to include servant
leadership and the seven constructs in the content of the administrative credential
programs.
Implication 2
Based on the findings of this research study, leaders within the Association of
California School Administrators (ACSA) must construct a recommendation to the
California Commission on Teacher Credentialing (CCTC) to require the state of
California to embed servant leadership as a component of credentialing programs for
teachers. Colleges and universities offering teacher credentialing programs need to
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incorporate coursework connected to Patterson’s (2003) servant leadership constructs and
the findings of the thematic research team. This recommendation would apply to both
preliminary and clear credentialing programs in the state of California.
Implication 3
Training programs offered by the Association of California School Administrators
(ACSA), and the National Association of Elementary School Principals (NAESP), such
as the National Principal Mentor Training and Certification Program, must include
servant leadership constructs as elements for establishing a culture of high performance
in their curriculum. As these programs support the credentialing of new and aspiring
administrators for both the Preliminary Administrative Service Credential and the Clear
Administrative Service Credential, qualified coaches must be trained in and
knowledgeable about the behaviors practiced by principals of cultures of high
performance. This training would then require new and aspiring middle school principals
to develop servant leadership behaviors associated with agapao love, humility, altruism,
vision, trust, empowerment, and service found in this study with guidance from a
qualified mentor or coach.
The mentor would observe the middle school principal to gauge their ability to
use the seven servant leadership constructs in a leadership capacity. The middle school
principal and mentor will analyze servant leadership interactions with all stakeholders,
including students, teachers, staff, families, and the greater school community. The
mentor and middle school principal must then identify servant leadership strengths and
areas of growth for all stakeholder groups and develop both short- and long-term plans to
ensure continued growth as a servant leader.
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Implication 4
The five thematic researchers who studied principals of cultures with high
performance at elementary, middle, and high schools need to pool their collective
knowledge to create professional learning opportunities for current and aspiring
principals that cover the servant leadership constructs of public-school K-12 principals.
This sharing of information will be most effective through speaking engagements,
focused leadership discussions, and written content to be provided at the following
specific conferences or professional learning forums: The Association for Middle Level
Education (AMLE) conferences, including the Institute for Middle-Level Leadership and
their annual conference; the National Association of Elementary School Principals
(NAESP) annual conference, the National Association of Secondary School Principals
(NASSP) annual conference, and the Center for Principal Leadership.
Implication 5
The five thematic researchers who studied principals at elementary, middle, and
high schools need to collaborate and publish scholarly articles for submission to K-12
educational publications. Publications that are peer-reviewed and feature original work
on research, professional learning, and leadership in K-12 education along with dedicated
and thoughtful discourse around the intellectual work of teacher leadership should be the
focus. Such publications should include Leadership (ACSA), EdCAL (ACSA), Middle
School Journal (AMLE), and Principal (NAESP).
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Recommendations for Further Research
The completion of this research study based on Patterson’s (2003) seven servant
leadership constructs resulted in the establishment of findings and conclusions; however,
the researcher has also delineated recommendations for further research as follow:
Recommendation 1
In this research study, the target population was limited to middle school
principals within Orange County, CA. The recommendation is for a future study to
examine servant leadership constructs through a broader geographic lens.
Recommendation 2
It is recommended a future qualitative phenomenological research study examine
the gender-specific variations in servant leadership practices. This research study did not
identify participants by gender, and therefore, potential differences between the
approaches of males and females were not considered. A future study would afford the
researcher the opportunity to elucidate similarities and differences in servant leadership
behaviors between males and females.
Recommendation 3
Conduct a replication study using principals in low performing schools based on
test criteria to determine if the same sentiment is shared in servant leadership behaviors
between high performing and low performing school sites.
Recommendation 4
A mixed-methods research design collecting both qualitative and quantitative data
would provide further insight into the use of servant leadership constructs by middle
school principals. The thematic research team, consisting of eight research peers, one
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chair, and one faculty member, briefly considered a mixed-methods research design for
this study of the servant leadership constructs of K-12 leaders of cultures of high
performance. The team ultimately decided to use the phenomenological design to
describe the perceptions of K-12 leaders. Therefore, a mixed-methods research study
could follow the same phenomenological approach of this study and then deliver a survey
to all middle school principals to collect relevant quantitative data.
Recommendation 5
A correlational research design such as a causal-comparative/quasi-experimental
research could determine the relationship between principals and their subordinates,
using statistical data to determine whether principals following servant leadership
constructs are deemed effective by subordinates. In this type of research design,
relationships between and among a number of facts are sought and interpreted, and
attempts to establish cause-effect relationships among the variables are researched.
Recommendation 6
The scholarly work completed by the Brandman University servant leadership
thematic research team significantly advances the research currently available in this
emerging field. The findings from all these studies on the use of the seven servant
leadership constructs (agapao love, humility, altruism, vision, trust, empowerment, and
service) should be examined to understand better the summation of servant leadership
data collected through a meta-analysis.
Concluding Remarks and Reflections
A review of the literature, interviews conducted, and surveys collected from
middle school principals all strongly supported the idea that servant leadership constructs
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set a foundation for establishing a culture of high performance on campus. As revealed
throughout this study, multiple authors have contended that the servant leadership
constructs of agapao love, humility, altruism, vision, truth, empowerment, and service all
work in unison to establish a culture of high performance. It is anticipated that the
establishing a culture of high performance through a servant leadership process enriches
the lives of middle school principals and the school communities they serve. Further,
middle school principals who understand and use the servant leadership constructs
empower and foster connections with all school community members to truly create a
community that embraces agapao love, humility, altruism, vision, truth, empowerment,
and service.
All middle school principals should examine the impact their use of the servant
leadership constructs have on their school community and apply the seven servant
leadership constructs to their daily service to all stakeholders. Reflecting on this
research, I am reminded of a quote by Max De Pree (1987), “The first responsibility of a
leader is to define reality. The last is to say thank you. In between, the leader is a
servant” (p. 11). I cannot think of a more appropriate way for middle school principals to
view themselves as leaders.
Conducting this research was truly inspiring for me, both personally and
professionally. With my sights set on becoming a middle school principal, I must
actively consider my own application of these research findings as I pursue my own
professional goals as an organizational leader and a change agent for establishing cultures
of high performance. As a principal, it is imperative that my primary goal be to develop
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and maintain a culture of high performance for all stake-holders associated with the
school environment. This goal is critical to ensure success for all learners.
As a principal, these servant leadership tools are needed to support professional
growth and cultivate a culture of high performance within school sites. By analyzing my
servant leadership behaviors, I have become more attune to my interactions involving my
personal use of agapao love, humility, altruism, vision, truth, empowerment, and service,
and how they impact my relationships both professionally and personally.
I want to thank the eight-middle school principals who took time out of their busy
schedules to participate in this study. I am forever grateful for their support. I sincerely
hope the participants’ knowledge of the servant leadership constructs has increased. The
foundation of my research was dedicated to adding to the body of knowledge that will
foster a deeper understanding of servant leadership and how it impacts the culture of high
performance in schools. This study provided findings and recommendations for seven
servant leadership constructs that establish a culture of high performance on campuses of
middle school principals.
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Appendix B
SUPERINTENDENTS NOMINATION EMAIL
Dear Superintendent ____________________,
I am a high school educator in Orange County and an active doctoral student at Brandman
University. I would greatly appreciate your assistance. I am part of a thematic dissertation
group of 8 peer researchers guided by two faculty members that are studying leaders of
schools who exemplify a culture of high performance. The purpose of my phenomenological
study was to explore and describe middle school principals’ perceived impact of servant
leadership constructs developed by Patterson (2003) for establishing a culture of high
performance. Participants may experience minimal risk during the in-person interview, and
all personal and professional information, including school site and district, will be kept
confidential.
To complete the study, I need your help to identify potential candidates to participate in a 4560-minute interview, be observed in the workplace, and provide artifacts of their principal
leadership. To be eligible for participation, candidates need to meet five of the following six
criteria:
•
•
•
•
•
•

Principal was employed at a current middle school within Orange County with a
minimum of 30 staff members.
Principal leads a school with a culture of high performance.
Principal has a minimum of two years of experience at their current site.
Principal has a minimum of five years of experience in the K-12 profession.
Principal has membership in professional associations in their field, such as ACSA.
Principal has articles, papers, or materials written, published, or presented at
conferences or association meetings.
If you could respond with a list of middle school principal names, emails, and phone
numbers, or even send a quick email introducing me to the potential candidates, I
would be very grateful. I am contacting all District Superintendents in Orange County
and would like to include middle school principals who have established a culture of
high performance from your district in this study.
Thanks, in advance, for your time and consideration.
Kind regards,

Alison Wills
Doctoral Candidate
Brandman University in Organizational Leadership
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Appendix C
Invitation Letter to Participate
Date: August 2020
Dear Potential Study Participant:
I am a doctoral candidate at Brandman University, completing research toward a
doctorate in Organizational Leadership. I am conducting a study that explores and
describes middle school principals’ perceived impact of servant leadership constructs
established by Patterson (2003) on creating a culture of high performance.
I am asking for your assistance in the study by participating in a virtual interview, which
will take from 45-60 minutes and will be set up at a time that is convenient for you. If
you agree to participate in the interview, you will be assured that it will be completely
confidential. No names will be attached to any notes or records from the interview. All
information will remain in locked files accessible only to the researcher. No one from
your school district will have access to the information obtained during the interview.
You will be free to stop the interview and withdraw from the study at any time.
I am available to answer questions via telephone (714) 931-3701 or via email at
awills2@mail.brandman.edu, to answer any questions you may have.
Please email or call me if you are willing to consider being a part of this study. Your
participation would be greatly valued.
Sincerely,
Alison Wills
Doctoral Candidate
Brandman University in Organizational Leadership

190

Appendix D
INFORMED CONSENT
INFORMATION ABOUT: Servant Leadership: Patterson’s Seven Constructs and the
Perceived Impact on Middle School Principals for Establishing a Culture of High
Performance.
RESPONSIBLE INVESTIGATOR: Alison Wills, MA.
PURPOSE OF STUDY: You are being asked to participate in a research study
conducted by Alison Wills, a doctoral student from the School of Education at Brandman
University. The purpose of this phenomenological study is to explore and describe
middle school principals' perceived impact of Patterson’s seven servant leadership
constructs for establishing a culture of high performance.
The interview(s) will last approximately 45 – 60 minutes and will be conducted in a one
on one virtual interview setting using Zoom or Google Meets.
I understand that:
a) There are minimal risks associated with participating in this research. I understand
that the Investigator will protect my confidentiality by keeping the identifying
codes and research materials in a locked file drawer that is available only to the
researcher.
b) I understand that the interview will be audio recorded. The recordings will be
available only to the researcher. The audio recordings will be used to capture the
interview dialogue and to ensure the accuracy of the information collected
during the interview. All information will be identifier-redacted, and my
confidentiality will be maintained. Upon completion of the study, all recordings
will be destroyed. All other data and consents will be securely stored for three
years after completion of data collection and confidentially shredded or fully
deleted.
c) The possible benefit of this study to me is that my input may help add to the
research regarding servant leadership and the impact it has on establishing a
culture of high performance. The findings will be available to me at the
conclusion of the study and will provide new insights about this study in which I
participated. I understand that I will not be compensated for my participation.
d) If you have any questions or concerns about the research, please feel free to
contact awills2@mail.brandman.edu or by phone at (714) 931-3701 or Dr. Doug
DeVore (Advisor) at ddevore@brandman.edu or Dr. Lisa Simon (Secondary
Advisor) at lsimon2@brandman.edu.
e) My participation in this research study is voluntary. I may decide not to
participate in the study, and I can withdraw at any time. I can also decide not
to answer particular questions during the interview if I so choose. I
understand that I may refuse to participate or may withdraw from this study
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at any time without any negative consequences. Also, the Investigator may
stop the study at any time.
f) No information that identifies me will be released without my separate
consent, and that all identifiable information will be protected to the limits
allowed by law. If the study design or the use of the data is to be changed, I
will be so informed, and my consent re-obtained. I understand that if I have
any questions, comments, or concerns about the study or the informed
consent process, I may write or call the Office of the Vice-Chancellor of
Academic Affairs, Brandman University, at 16355 Laguna Canyon Road,
Irvine, CA 92618, (949) 341-7641.
I acknowledge that I have received a copy of this form and the “Research
Participant’s Bill of Rights.” I have read the above and understand it and hereby
consent to the procedure(s) set forth.
__________________________________
Signature of Participant
__________________________________
Signature of Principal Investigator
__________________________________
Date
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Appendix E
Interview Protocol
Research
Question
What is the
impact of the
agapao
leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
humility
leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
altruism
leadership
constructs for
establishing a
culture of high
performance?

Interview
Questions
Q1: What are your
perceptions of the
culture that exists in
your organization
resulting from
Agapao Love?
Q2: What would
you describe as the
2 or 3 most
important ways to
demonstrate Agapao
Love?
Q1 - Tell me about
a time where you
put your staff and
teachers’ needs
before your own.
Q2 - Servant leaders
are characterized by
displaying humility
towards the
members of their
organization. Tell
me about a time
when you showed
humility towards
your staff or a staff
member?
Q1: What is your
perception of
altruism and its
impact on your
organization’s
culture of high
performance?
Q2: What do you
believe are the

Definition
Agapao love is to do the
right thing for the right
reasons. Agapao love
leaders care more for their
followers than the interest
of the organization
resulting in greater
understanding, gratitude,
kindness, forgiveness, and
compassion.

Literature
Connection
Gunn, 2002;
Patterson,
2003.

Humility is the
Kim et al.,
importance of being
1999.
humble and having
modesty, not being
mistaken for meekness or
the absence of
strength. It is a virtue
characterized by one’s
talents and abilities and an
outward rejection of selfinterest while placing true
value on the recognition
and success of others.

Altruism is demonstrating
unselfish concern for the
welfare of another, even
with a risk or sacrifice
against one’s selfinterest. It involves
deriving personal pleasure
from helping and seeking
what’s best for others,
often with an attitude of
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DeYoung,
2000; Kaplan,
2000; Monroe,
1994;
Patterson,
2003.

What is the
impact of the
vision leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
trust leadership
constructs for
establishing a
culture of high
performance?

What is the
impact of the
empowerment
leadership
constructs for
establishing a
culture of high
performance?

specific impacts it
has on the culture of
performance in your
organization?
Q1: How does the
use of creating a
vision in your
leadership impact
the establishment of
a culture of high
performance?
Q2: What behaviors
or actions do you
observe when
vision is prioritized
in school
leadership?
Q1: There is a lot
of literature on the
importance of
building a climate
of trust within an
organization. How
do you develop and
sustain trust in your
organization?
Q2: Thinking about
your organization,
please share some
examples of how
trust has supported
a culture of high
performance?
Q1: How do you
perceive
empowerment in
your organization?
Q2: Empowerment
often encourages
risk taking and selfaccountability.
Please describe
the opportunities

humility, modesty, and
selflessness.

A bridge from the present
to the future created by a
collaborative mindset,
adding meaning to the
organization, sustaining
higher levels of
motivation, and
withstanding challenge.

Kouzes &
Posner, 2006,
2007;
Landsberg,
2003; MendezMorse, 1993;
Nanus, 1992.

Trust is the level of
Fairholm, 1997;
confidence that one
Story, 2002.
individual has in another’s
competence and his or her
willingness to act in a fair,
ethical, and predictable
manner. Trust is essential
to organizational culture;
the leader and followers
value integrity and care
for others.

Empowerment is
entrusting power to
others. Virtually giving
away power to followers
and allowing them to
know and feel significant
and important in their role
and contribution. It
requires active listening,
valuing love and equity,
and an emphasis on
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Blanchard,
2000; Melrose,
1995;
Patterson,
2003; Russell
& Stone, 2002.

What is the
impact of the
service
leadership
constructs for
establishing a
culture of high
performance?

you see staff having
within your
organization to
utilize
empowerment?
Q1: Please share
some examples
when you have
witnessed service
within your
organization, and
how did that service
impact the culture of
high performance?
Q2: Describe a
service that is
provided in your
organization, and
what do you believe
is the impact of this
service on the
overall performance
within the
organization?

teamwork. Empowerment
encourages risk-taking
and self -accountability to
accomplish tasks and
work toward goals.
Service is the moral
Patterson,
equivalent of giving of
2003; Russell
oneself to serve others. It & Stone, 2002.
implies that leaders are
focused on placing
interest on others rather
than on one’s own
interest. It can be
demonstrated through the
gift of time, energy,
compassion, care, or
belongings. Service
places others first.
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Appendix F
Field Test Interviewee Feedback Questions
1. How did you feel about the interview? Do you think you had ample opportunities
to describe what you do as a leader when working with your team or staff?

2. Did you feel the amount of time for the interview was ok?

3. Were the questions by and large clear, or were there places where you were
uncertain what was being asked?

4. Can you recall any words or terms being asked about during the interview that
were confusing?

5. And finally, did I appear comfortable during the interview… (I’m pretty new at
this)?
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Field Test Interview Observation Reflection Questions

1.

How long did the interview take? Did the time seem to be appropriate?

2. Were the questions clear, or were there places when the interviewee was unclear?

3. Were there any words or terms used during the interview that were unclear or
confusing?

4. How did you feel during the interview? Comfortable? Nervous? For the
observer: how did you perceive the interviewer in regards to the preceding
descriptors?

5. Did you feel prepared to conduct the interview? Is there something you could
have done to be better prepared? For the observer: how did you perceive the
interviewer in regards to the preceding descriptors?

6. What parts of the interview went the most smoothly, and why do you think that
was the case?

7. Are there parts of the interview that seemed to be awkward, and why do you think
that was the case?

8. If you were to change any part of the interview, what would it be, and how would
you change it?

9. What suggestions do you have for improving the overall process?
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Appendix G
Bill of Rights
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Appendix H
CITI Program, Human Subjects Research
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